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In the past decade, leadership development has gained status as a critical enabler for 
increasing and sustaining the competitiveness of organizations. This new emphasis on 
“development” represents a shift from the traditional approach of talent management that relies 
on recruitment, compensation, and performance monitoring. While the conventional model of 
talent management might have worked well in the past, it might not be equipped to fare well in 
today’s environment. Organizations are now operating in a context that is increasingly dynamic 
and complex—raising the demands to fill critical talent gaps and changing the requirements for 
the leadership pipeline. Some business commentators have argued that we are moving from the 
“War for talent” to the “War to developing talent” era (Schwartz et al., 2013). A survey of 500 
top executives conducted by McKinsey revealed that almost two-thirds of the survey 
respondents identified leadership development as their number one concern (McKinsey, 2012). 
US companies alone are estimated to spend almost 14 billion US dollars annually on leadership 
development, and this spending is expected to increase significantly in the future (O’Leonard & 
Loew, 2012). In response to this demand, business schools are focusing their mission and 
activities around 'educating leaders' (DeRue et al., 2011; Kniffin et al., 2020). The cost of such 
leadership development offerings from a top business school can reach 150,000 US dollars per 
person (Gurdjian et al., 2014).  
However, as organizations and business schools continue with their engagement in 
leadership development, some scholars have questioned the value and efficacy of these 
leadership development programs and activities. In his latest book Leadership BS, Pfeffer 
(2015) concludes that “the leadership industry has failed” (p.4)—arguing that there is scarce 




developing leaders are often more problematic and invalid than generally acknowledged. This 
comment is echoed by other scholars in the field who have long lamented over the lack of 
rigorous theoretical grounding and empirical research on leadership development and called for 
more critical, evidence-based work (Conger, 1993; Day, 2000). 
The clear and urgent demand for rigorous research on leadership development to serve 
the dual purpose of addressing organizational priority and contributing to this nascent but 
growing stream of literature constitutes an impetus for this dissertation. To prevent any 
potential confusion, however, an explicit distinction should be made here between the field of 
leadership and leadership development, the latter of which forms the basis of this dissertation. 
While studies of leadership (Lord et al., 2017), spanning over a century, have centered around 
building leadership theories and testing those theories (such as charismatic leadership, 
transformational leadership, situational leadership, etc.), research on leadership development—
a relatively new field, tends to focus less on leadership theory and more on developmental 
science (Day et al., 2014). In other words, rather than exploring various characteristics that 
might correspond with effective leaders, leadership development scholars, and this dissertation, 
are more interested in understanding what can be done to help individuals develop to be more 
effective in leadership roles and processes (Day & Dragoni, 2015; Van Velsor et al., 2010).  
An Evidence-based Perspective on Accelerating Leadership Development 
 The proliferation of more experiential leadership development programs is not 
necessarily accompanied by evidence that more and better leaders are being developed. There is 
a paucity of empirical research that examines these developmental efforts--both in business 
schools and in companies (Avolio, 2007). Without systematic and rigorous research, it is 
difficult to know what is effective and what is not. Conger (2010, p. 709) observes that much 
leadership development “has never had the impact that their champions, designers, and 




process given there are many factors that are involved in influencing the effectiveness of the 
intervention, including the training criteria, design, delivery, context, and the participants’ 
characteristics (Hoole & Martineau, 2014). As a result, Ling (2012, p. 80) contends that the 
practice of evaluation tends to “start with optimism and end with modest or immeasurable 
outcomes.” It is not difficult to see why evaluation proves to be a frustrating business and is 
thus often ignored in practice (Saunders, 2006). 
However, without the support of (scientific) evidence and rigorous evaluation, 
management practice is likely to have dubious value. As Pfeffer & Sutton (2006, p. 78) argued,  
organizations need to “face hard facts about what works and what doesn’t, understanding the 
dangerous half-truths that constitute so much conventional wisdom and rejecting the total 
nonsense that too often passes for sound advice”. Within management research, this concept is 
called evidence-based management, which refers to translating knowledge and principles based 
on the best available scientific evidence into organization practice, enabling managers to make 
decisions informed by social science and organizational research (Rousseau, 2006). As with the 
case of leadership development, what we had observed instead is the prevailing research-
practice gap, where research findings don’t appear to transferred well to the organization, and 
managers and practitioners are more likely to follow bad advice from popular books or 
consultants based on weak evidence (Rousseau, 2006). This dissertation is intended to answer 
the call for more research to provide empirical substantiation to illuminate this relationship 
between management research and management practice (Kieser et al., 2015), specifically in 
the area of leadership development. 
The Case for Acceleration of Leadership Development 
In a recent review of leadership development research, Day & Dragoni (2015) suggest 
that leadership development, particularly at the individual level, is essentially a form of human 




that adult development involves the growth and elaboration of a person’s holistic way of 
understanding the self in relation to the environment across the lifespan. While we agree that 
leadership development, similar to the process of human development, could be viewed as 
something that unfolds over a longer time period, perhaps across the entire lifetime of a person 
(Brim & Kagan, 1980), we also recognize the pressing need and pressure of organizations for a 
way to address their immediate problem of leadership talent shortage. Apart from the embedded 
on-the-job developmental opportunities as a long-standing vehicle for learning (Dragoni et al., 
2009; McCall et al., 1988), we are seeing more offerings of shorter, formal training programs 
given to managers, with the assumption that they come out of these programs being ready to 
lead effectively. 
This is why the notion of ‘acceleration’ is important in the context of leadership 
development (Avolio & Hannah, 2008). It is simply not enough for a leadership development 
intervention to be effective in terms of delivering the desired result, but it should also be able to 
achieve that set goal in a relatively limited period of time. The question, therefore, becomes, 
whether and how we can expedite this change process that underlies much of an individual's 
learning and transformation. In other words, what might be the critical ingredients that 
accelerate leadership development, and in this way also enhance the value and efficacy of 
developmental intervention? 
In the race to develop better leaders more effectively, we see an exponential growth of 
experiential leadership development programs. These programs are designed to get leaders to 
go through a significant transformation in a relatively short period of time by ‘shocking’ 
participants into an enhanced understanding of their leadership approach as well have 
participants experiment with new ways of leading. This idea is rooted in literature which 
suggests clear benefits to focus on the negative which can lead to more fundamental changes 




al., 2001). For example, people are relatively more likely to monitor negative feedback than a 
positive one, more likely to remember it, and more likely to be influenced by it. 
Central to this idea is the belief that these difficult experiences can help facilitate 
changes in the mindsets of the participants. Mindset in leader development context can be 
referred to as a way of characterizing changing assumptions and patterns of thinking that 
leaders look at oneself or the world (Kennedy et al., 2013). The literature on mindsets or 
implicit theories suggests that behavior is influenced by these underlying blueprints in a subtle 
but systematic way– changing leadership behavior may thus require changing the underlying 
core assumptions that people have (Lord et al., 2020; Schyns et al., 2011).  
Therefore, with the limited time that available for a program, it might be more 
effective to shift the focus from the training of new behavioral habits (which usually takes a lot 
more time and practice) to targeting mindsets that form the basis of changing behavior. 
Moreover, drilling leaders towards incorporating specific behaviors may lead to an inability to 
transport the behavior from one situation to the next. This is known as a “transfer problem” 
which refers to the tendency for targeted behaviors to fail to transfer to the relevant 
environment. Leaders often find it challenging to implement the transfer because what is 
required of them is essentially the change in behaviors that may disrupt the routines or habits 
(based on old mindset) that formerly relied upon to accomplish their tasks. For instance, take 
the mindset or identity of being a leader. While we can train leaders to demonstrate more 
confidence in their role as a leader (e.g., by speaking up more, or louder) it is impossible to 
teach leaders the ‘right answer’ for every situation. By cultivating a new leadership mindset, 
tied into their unique values and characters, however, will help them to lead more effectively in 






Developing Leaders for Diverse Workplace  
One of the important mindsets for leaders today is arguably one that pertains to the 
issue of diversity. Given the increasingly diverse teams and organizations, effective 
management of diversity is a complicated challenge given the potential advantages and 
disadvantages of diversity. With leadership now seen as a socially constructed process 
involving an entire group, and effective leadership is relational in nature (Crossan et al., 2008), 
leaders are in the position to play a key role in the ultimate success or failure of diverse teams 
and organizations (Homan et al., 2020). 
 At the team level, the benefits of diversity come from the team’s ability to tap into and 
integrate diverse knowledge, expertise, and perspectives (De Dreu et al., 2008). On the other 
hand, diversity can also harm group functioning because the dissimilarity can bring tension and 
conflicts that disrupt team information elaboration (Van Knippenberg et al., 2004). This 
highlights the need to identify factors that can help leaders shape team dynamics in a way that 
the synergetic benefits of diversity can be realized. One of the potential magic bullets that 
researchers have proposed and examined is diversity beliefs—this is the mindset that people 
have about the value of diversity for group functioning (Homan et al., 2007). However, while 
there’s plenty of evidence establishing the benefits of diversity beliefs for team functioning 
(Hentschel et al., 2013; Homan et al., 2007; Van Knippenberg et al., 2007), not much research 
has answered the question of whether and how diversity beliefs can be cultivated.  
 This is a missed opportunity as beliefs are malleable (Phillips & Lount, 2007) and 
understanding how such beliefs can be predicted stands to benefit organizations greatly by 
helping them design impactful interventions (Nishii et al., 2018) that move the needle in terms 
of changing people’s behavior (as we have argued earlier in the discussion of mindset). Similar 
to leadership development programs, organizations are spending a lot of money each year on 




and not much confidence in terms of its effectiveness (Chang et al., 2019). A focus on changing 
diversity mindset for leaders and teams holds a promise for increasing the efficacy diversity 
intervention, and thereby helping teams and organizations to harvest the benefits of their 
diversity. 
Dissertation Overview 
The dissertation consists of three empirical chapters (chapters 2-4) that utilize 
different methods (qualitative study, field survey study, and an experiment, respectively). While 
all three projects fall under this domain of experiential learning and leadership development, 
each chapter is intended to be a self-contained, publishable paper that deals with a more fine-
grained specific research focus and can be read as such. The three empirical chapters are 
embedded in this introductory chapter (chapter 1) and the general discussion chapter (chapter 
5). I want to note here that for the rest of the dissertation, I will use the first-person plural 
pronouns (e.g. “we” instead of “I”) to recognize the contributions from my supervisors and 
collaborators to each of the chapters. 
In Chapter 2, we tackle the fundamental question around the perplexing phenomenon 
that we observe in the leadership development industry: why do organizations continue to 
engage and invest in leadership development without sufficient evidence that leaders are 
actually being developed. This question addresses the increasing need related to the evaluation 
of leadership development program—the expanded understanding of relevant criteria for 
program effectiveness. To examine this question and understand the nuance around this 
disconnect, we take a qualitative approach starting with a pilot study involving a focus group 
with business school professors. Here, we found that what academics count as ‘evidence’ for 
their leadership programs went well beyond the goals of developing better leaders. We confirm 




development across six organizations. Our qualitative analysis identifies four narratives (i.e., 
empiricist, believer, cynic, and pragmatist), each of which suggests distinct storylines for 
investing in leadership development programs. We discuss how these results confirm, 
challenge, and extend the current thinking on leadership development effectiveness and ideas 
around evidence-based management. 
In chapter 3, we take a closer look at a particular type of leadership development 
program—the kind that involves putting participants in uncomfortable situations, which we 
argued earlier can help to accelerate learning and change for leaders. We focus particularly on 
the role of negative emotion triggered in these types of programs and explore whether that 
negative emotional experience can be beneficial for learning. However, we further propose that 
for negative emotion to be adaptive, one of the key enablers is mindfulness. Drawing on 
mindfulness theory and prior research on emotion and learning, we suggest that mindfulness 
can play a key moderating role to achieve either the proposed benefits or the known downsides 
from emotionally challenging experiences. We focus on two field survey studies involving 
business school students participating in leadership development programs (one with EMBA, 
and another with MBA students). The results of both studies provided partial support for our 
hypotheses. In study 1, we found mindfulness to be a critical condition that helps to mitigate the 
negative effect of negative emotion on behavioral transfer, and in study 2 we further 
demonstrated a positive effect of negative emotion on behavioral transfer. We discuss the 
theoretical implications and investigated the effects of mindfulness and negative emotions on 
different indicators of training effectiveness in the workplace. 
Building on the theme of this dissertation that highlights the developmental role of 
experience especially the uncomfortable one in changing mindset, in chapter 4 we focus on a 




diversity mindset. We argue that diversity mindset, or as coined in the literature, diversity 
beliefs, can be influenced by having people reappreciate the lessons learned from their past 
experience working with diverse others. We test this idea with an experiment—a 2x2 design 
where we manipulated a promotion (vs prevention) focus and a personalized (vs factual) 
information about the role of diversity in work teams. Results from an experiment with 175 
randomly composed teams (each team demonstrating high diversity in preferred work 
approaches) revealed that promotion focus and personalized knowledge independently 
contributed to higher diversity beliefs and, in turn, indirectly, team information elaboration. 
These effects further improved the team’s ability to integrate opposing viewpoints (i.e., team 
integrative complexity). Our results help to uncover key antecedents of diversity beliefs and add 
to a growing body of evidence demonstrating the pivotal role of diversity beliefs in improving 
the extent to which team members share information and integrate diverse perspectives. This 
has implications on how to design intervention in organizations to develop diversity beliefs in 
leaders and their teams. 
Finally, in Chapter 5, we summarize the previous chapters and discuss the 
contributions of all the chapters in an integral manner. This includes the theoretical and 

































CHAPTER 5  
GENERAL DISCUSSION 
Leadership development is a high priority for most organizations today. Much 
resources have been invested in training and development programs aimed at producing more 
effective, high performing leaders. Despite the increasing popularity and resources dedicated to 
developing leaders in practice (in both organizations and business schools), scientific research 
is still catching up to shed light on how to best develop leaders. This dissertation intends to add 
to this nascent but emerging field of leadership development. In this chapter, I will discuss how 
the three empirical chapters in this dissertation provide insights (both theoretical and practice 
implications) the important issues about leadership development that surfaced earlier in Chapter 
1. I will also discuss some promising areas for future research.  
Toward an Evidence-based Leadership Development 
One of the important issues that emerge from our review of the literature on 
leadership development as well as some conversations with leadership developers in our 
network is about the evaluation of leadership development programs. Specifically, many have 
voiced concerns over insufficient evidence to show that these programs and activities (both in 
business schools and in organizations) actually develop better leaders (Day, 2000; DeRue et al., 
2011). Several scholars lamented that not only there’s not enough evidence, but that not enough 
effort has been put toward rigorous evaluation as indicated by the prevalent of smile sheets as 
usually used as a common indicator of program effectiveness (Kaiser & Curphy, 2013). This is 
an important question as leadership development is a large and growing industry, and we were 
puzzled how such an industry can be sustained without substantiated evidence that their product 




By adopting a pluralistic perspective, our findings suggest that there is more than one 
kind of evidence. Specifically, practitioners don’t always only care about the data to indicate 
whether the program improves leader skills or performance (empiricists), but some emphasize 
the function that it serves for the organization as a whole (pragmatists), or take a more 
instrumental view where leadership development program is used to legitimize other activities 
(cynics), or they rely on personal feelings that they experienced from participating or observing 
the program (believers). In essence, the findings of our research turn the commonly asked 
question by scholars, “Does leadership training work?” into a more nuanced question of “What 
work does leadership training do?”.   
The findings of this chapter provide several implications for our efforts toward 
making leadership development more evidence-based. First, we highlighted that leadership 
development can serve more purposes than what has been identified in prior research. This is 
important to understand for those who ‘play’ in that field to understand what they are doing and 
why they are doing it. Interestingly, a better understanding of the different reasons why 
leadership development is offered can aid towards a more evidence-based mindset in the 
industry as a whole. For instance, when pragmatists suggest that leadership development 
focuses on helping with strategic HR alignment, then an evidence-based perspective would 
suggest that it is important to be clear about those objectives upfront in terms of program 
selection and to evaluate the effect of the program on relevant criteria.  
Second, not only does this help practitioners get sharper and clearer in the intentions 
they have with their program, but it also aids in communication between practitioners who start 
from a different perspective. The insights generated in this chapter can help the practitioners in 
knowing how to effectively communicate by highlighting those criteria that are relevant and 




works from a pragmatist perspective when introducing a program to a believer those are not the 
arguments to highlight if one is seeking to get their buy-in.  
Third, this chapter highlight that these perspectives vary not just between people in 
organizations but even within individuals. For instance, facing insecurity about a program, it is 
much easier to understand why you need a believer perspective (to convince yourself and the 
audience). Indeed, at one point or another in one’s career, one may find oneself in a believer, 
empiricist, pragmatic or cynic perspective. As such we are not advocating that one approach is 
best and that having a single perspective may create even blind spots. Ideally, individuals or 
groups learn to adopt and embrace multiple perspectives. 
Developing Leaders Through Uncomfortable Experiences 
While the goal of Chapter 2 was to ‘broaden’ the understanding of what constitutes 
evidence of leadership development program effectiveness, in Chapter 3 we specifically 
adopted the ‘empiricist’ perspective to zoom in how best to help people develop in terms of 
their leadership mindset and skills. Here, we built on previous work of leadership development 
scholars that have documented how lived experiences that are novel and challenging—ones that 
take individuals out of their routines and stretch them beyond his or her comfort zone—are an 
important source of development (Dragoni et al., 2009; McCall et al., 1988; McCauley et al., 
1994). 
While existing scholarly work on the value of developmental experience, as cited 
above offers significant insights into certain aspects of learning from challenging experience 
and leadership development, there is one limitation that still needs to be addressed. The 
experiential learning theory by which the aforementioned empirical work built on has been 




disrupts routines in ways that release emotion (Mandler, 1984). In other words, learning from 
challenging experiences are emotional events (Roberts et al., 2005). Therefore, in Chapter 3, we 
focus on the role of emotion to answer to call for more research on affective aspect of 
leadership training and development (Noe et al., 2014; Vogel et al., 2020). 
In this chapter, we investigated the potentially adaptive role of negative emotion in 
relation to leader development. Although learning from experience that elicits negative emotion 
is often heralded in practice as evidenced by the increasing popularity of programs that focus on 
putting people in extremely stressful situations such as leadership expedition, police training 
simulations for managers, etc., scholarly work suggests that negative emotion can be a double-
edged sword. In order to mitigate the dark side and leverage the bright side of negative emotion, 
we argue that mindfulness can play a crucial role. Indeed, we found that Study 1, mindfulness 
helps to attenuate the negative association of negative emotion and behavioral transfer 
(measured by perceived leader effectiveness rated by the followers in team action learning 
project). For study 2, we found mindfulness also moderates the linkage between negative 
emotion and transfer of learning (measured by a written case about personal leadership 
challenge and implementation), in such a way that the relationship actually changed from 
negative to positive when high mindfulness is present. 
This chapter adds to the understanding of the nature of challenging experience which 
has thus far, consists primarily of challenging experience that occurs on the job or in personal 
life (Dragoni et al., 2009; Thomas, 2008), by complementing it with salient event/experience 
that occurs during a formal developmental program. Theoretically, this chapter provides 
insights into the boundary condition of the effect of challenging, uncomfortable experience on 
leadership development outcomes (Avolio & Hannah, 2008; Day & Dragoni, 2015; DeRue & 




attention, emotion, and behavior (Glomb et al., 2011), it seems like a crucial ingredient in 
learning and developmental process, especially in situations that are highly stressful and 
demanding. 
Apart from the contribution to the theory, the results of this chapter may provide 
practical consideration for leaders to become more effective in learning from challenging 
experiences. It might also suggest a useful blueprint for organizations or business schools to 
follow when they develop and design their experiential-based developmental training program 
to address the possible psychological challenges the participants may face to facilitate desirable 
learning outcomes by incorporating mindfulness practice.  
Cultivating Diversity Mindset for Leaders and Teams 
In Chapter 4, we apply some of the insights we learn from the previous chapter about 
the importance of experience to see whether it can also influence one of the qualities that we 
believe are crucial for leading today’s diverse team and organizations—diversity mindset (or 
diversity beliefs as operationalized in our study). We argue that the most effective way to 
cultivate team diversity beliefs is expected to be the situation where team members articulate 
positive learning points from an experience they have had with diverse others. Previous 
research suggests that the positive impact of past experiences can be magnified by encouraging 
people to think about the valuable lessons they have learned and devise ways in which they can 
apply it to future opportunities and challenges (Luthans & Youssef, 2007). 
     Specifically, we examined whether promotion focus (thinking about the potential 
benefits of diversity) and personalized knowledge (having people recall experience working 
with diverse others) regarding diversity affect team diversity beliefs. Moreover, we proposed a 




personalized knowledge and team information elaboration. Although the interaction hypothesis 
was not supported, we found that both promotion focus and personalized knowledge had an 
additive effect in contributing to more positive team diversity beliefs, which in turn predicted 
team information elaboration. 
This chapter makes a theoretical contribution to the diversity literature by shedding 
light on the antecedents of diversity beliefs—answering the call for more research focusing on 
identifying which characteristics of diversity training and intervention are associated with 
positive outcomes (Bezrukova et al., 2016; Kulik & Roberson, 2008). More specifically, we 
identify promotion focus and personalized knowledge as two strategies that can positively 
influence the team’s beliefs about the value of diversity. 
By uncovering the underlying mechanisms of how diversity belies can be influenced, 
the proposed conceptual model also provided preliminary evidence for the effectiveness of an 
intervention that incorporates both a promotion orientation and the experience of participants. 
This illustrates somewhat of a paradox of evidence-based approach (also aligned with the 
insights that we derived from the previous chapters) that: personal experience can be quite 
powerful in changing mindset. This is not to disregard the importance of scientific evidence, of 
course, as there are the fundamental building blocks of knowledge. However, when it comes to 
influencing people’s mindset, for example, about diversity, evidence from research may not be 
enough or as powerful compared to letting people come up with their own “evidence” based on 
personal experience. 
Future Research Directions 
In chapter 2, through a qualitative approach, the different justifications for investing in 




leadership development. Future research using a quantitative approach could investigate the 
prevalence of the narratives and their relationships to the LDPs outcomes in organizations. 
Longitudinal research can be conducted to provide a better understanding of the dynamics of 
narratives that unfold over time. Outcomes of interest may include how much time 
organizations allow their employees to engage in developmental activities, how much monetary 
investment is allocated to leadership development programs, and how much value do people 
give to developmental issues.  
Furthermore, perhaps similar questioning taken in Chapter 2 can be applied to other 
contexts such as diversity training. One could imagine that leaders in organizations might be 
motivated to engage in diversity initiatives and programs for various reasons—from ticking the 
box, building a corporate image, to actually commit to real change in becoming more inclusive 
organizations. How do these different motivations manifest in the type of programs or policies 
they engage in? What factors differentiate these orientations? Can the antecedents found in 
Chapter 4 for cultivating a diversity mindset be used as a basis to design an intervention for 
leaders to the extent that they can enact the necessary changes we want to see for leading 
effective diversity management at the organizational level? 
While we believe that a diversity mindset can and should be cultivated to every leader, 
a case can also be made for future research on leadership development to pay more attention to 
underrepresented, demographically diverse leaders (whether it’s gender, race, or other social 
identity categories). While both diversity and leadership development literature on its own has 
become a burgeoning topic, there seems to be a lack of research connecting these two research 
streams. For example, women may have unique developmental needs, therefore, the 




insights may have implications for developing women both in their everyday experiences in 
organizations and formal programs.  
In chapter 3, we learn about the potential value of the negative emotional experience 
for leader development. With mindfulness present, such aversive emotion and experience can 
lead to the possibility of growth. Future research can be more precise in terms of when it is best 
to incorporate mindfulness practice into the leadership development program. Is it possible that 
introducing mindfulness too early on can actually demotivate the participants? Would a snippet 
of mindful breathing (for example, 10 minutes) in the session be enough or would a longer, 
repeated practice be necessary? What would happen if mindfulness is combined with other 
activities such as reflection? What kind of configurations can increase the efficacy of the 
program as a whole? In line with this goal to increase the returns on leader development efforts, 
future research can consider utilizing recent knowledge from neuroscience to develop brain or 
psychophysiological interventions that would work in tandem to more traditional techniques 
such as 360-degree feedback, executive coaching, etc. Using this type of neuroscience method 
also presents a new way of evaluating the efficacy of leadership and management training 
programs. 
Conclusion 
Leadership development has become one of the top priorities for organizations today. However, 
despite the popularity and multiplication of leadership development programs being offered, 
more research is still needed to examine these developmental efforts. This dissertation first 
unpacks the notion of program effectiveness and broadens the understandings of what counts as 
evidence in leadership development. To further understand the different evaluation metrics of 
experiential leadership development programs, this dissertation then identifies how negative 




goes beyond training satisfaction to influence leadership learning and behavioral transfer. 
Lastly, this dissertation identifies how to cultivate a diversity mindset—an important quality for 
leaders and teams—by using an experiential learning approach that allows individuals to 
reappreciate their past experience working with diverse others. It is my hope that this 
dissertation advances research in the field of leadership development, and provides practical 
insights to help enhance the effectiveness of leadership development programs and 







































Ackers, P., & Preston, D. (1997). Born again? The ethics and efficacy of the conversion 
experience in contemporary management development. Journal of Management 
Studies, 34(5), 677–701. 
Aguinis, H., & Kraiger, K. (2009). Benefits of training and development for individuals and 
teams, organizations, and society. Annual Review of Psychology, 60, 451–474. 
Ajzen, I. (1991). The theory of planned behavior. Organizational Behavior and Human 
Decision Processes, 50(2), 179–211. 
Ajzen, I., & Madden, T. J. (1986). Prediction of goal-directed behavior: Attitudes, intentions, 
and perceived behavioral control. Journal of Experimental Social Psychology, 22(5), 
453–474. 
Alliger, G. M., Tannenbaum, S. I., Bennett Jr, W., Traver, H., & Shotland, A. (1997). A meta-
analysis of the relations among training criteria. Personnel Psychology, 50(2), 341–
358. 
Alvesson, M., & Kärreman, D. (2007). Unraveling HRM: Identity, ceremony, and control in a 
management consulting firm. Organization Science, 18(4), 711–723. 
Alvesson, M., & Spicer, A. (2014). Critical perspectives on leadership. In D. V. Day (Ed.), The 
Oxford handbook of leadership and organizations (p. 40–56). Oxford: Oxford 
University Press. 
Anderson, C. A., & Lindsay, J. J. (1998). The development, perseverance, and change of naive 




Anderson, V. (2009). Desperately seeking alignment: Reflections of senior line managers and 
HRD executives. Human Resource Development International, 12(3), 263–277. 
Ardichvili, A., Nattoch, D. K., & Manderscheid, S. (2016). Leadership development: Current 
and emerging models and practices. Advances in Developing Human Resources, 
18(3), 275–285. 
Argyris, C. (1991). Teaching smart people how to learn. Harvard Business Review, 69(3). 
Arthur, W. Jr., Bennett, W. Jr., Edens, P. S., & Bell, S. T. (2003). Effectiveness of training in 
organizations: A meta-analysis of design and evaluation features. Journal of Applied 
Psychology, 88(2), 234. 
Ashford, S. J., & DeRue, D. S. (2012). Developing as a Leader: The Power of Mindful 
Engagement. Organizational Dynamics, 41(2), 146–154. 
Ashkanasy, N. M., & Dorris, A. D. (2017). Emotions in the workplace. Annual Review of 
Organizational Psychology and Organizational Behavior, 4, 67–90. 
Atkins, P. W., & Styles, R. (2015). Mindfulness, identity and work: Mindfulness training 
creates a more flexible sense of self. In J. Reb & P. W. B. Atkins (Eds.), Cambridge 
companions to management. Mindfulness in organizations: Foundations, research, 
and applications (p. 133–162). Cambridge University Press. 
Avolio, B. J. (2007). Promoting more integrative strategies for leadership theory-building. 
American Psychologist, 62(1), 25-33. 
Avolio, B. J., & Hannah, S. T. (2008). Developmental Readiness: Accelerating Leader 




Avolio, B. J., Avey, J. B., & Quisenberry, D. (2010). Estimating return on leadership 
development investment. The Leadership Quarterly, 21(4), 633–644. 
Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). Leadership: Current theories, research, 
and future directions. Annual Review of Psychology, 60, 421–449. 
Baker-Brown, G., Ballard, E. J., Bluck, S., De Vries, B., Suedfeld, P., & Tetlock, P. E. (1992). 
The conceptual/integrative complexity scoring manual. Motivation and Personality: 
Handbook of Thematic Content Analysis, 401–418. 
Bamberger, P. A. (2018). AMD—Clarifying what we are about and where we are going. 
Academy of Management Discoveries, 4(1), 1–10. 
Bandura, A. (1977). Self-efficacy: Toward a unifying theory of behavioral change. 
Psychological Review, 84(2), 191. 
Baranowski, T., Cullen, K. W., Nicklas, T., Thompson, D., & Baranowski, J. (2003). Are 
current health behavioral change models helpful in guiding prevention of weight gain 
efforts? Obesity Research, 11(10), 23–43. 
Bargh, J. A., & Ferguson, M. J. (2000). Beyond behaviorism: On the automaticity of higher 
mental processes. Psychological Bulletin, 126(6), 925. 
Bartunek, J. M., & Rynes, S. L. (2014). Academics and Practitioners Are Alike and Unlike: The 





Batistič, S., Černe, M., & Vogel, B. (2017). Just how multi-level is leadership research? A 
document co-citation analysis 1980–2013 on leadership constructs and outcomes. The 
Leadership Quarterly, 28(1), 86–103. 
Baumeister, R. F., Bratslavsky, E., Finkenauer, C., & Vohs, K. D. (2001). Bad is stronger than 
good. Review of General Psychology, 5(4), 323–370. 
Baumeister, R. F., Vohs, K. D., Nathan DeWall, C., & Zhang, L. (2007). How emotion shapes 
behavior: Feedback, anticipation, and reflection, rather than direct causation. 
Personality and Social Psychology Review, 11(2), 167–203. 
Beal, D. J., Weiss, H. M., Barros, E., & MacDermid, S. M. (2005). An episodic process model 
of affective influences on performance. Journal of Applied Psychology, 90(6), 1054. 
Becker, W. J., & Menges, J. I. (2013). Biological implicit measures in HRM and OB: A 
question of how not if. Human Resource Management Review, 23(3), 219–228. 
Beer, M., Finnstrom, M., & Schrader, D. (2016). The great training robbery. Harvard Business 
School Research Paper Series, 16–121. 
Bennis, W. G., & Thomas, R. J. (2002). Crucibles of leadership. Harvard Business Review, 80. 
Bewes, T. (1997). Cynicism and postmodernity. London: Verso. 
Bezrukova, K., Spell, C. S., Perry, J. L., & Jehn, K. A. (2016). A meta-analytical integration of 
over 40 years of research on diversity training evaluation. Psychological Bulletin, 
142(11), 1227–1274.  




Boje, D. M. (1991). The storytelling organization: A study of story performance in an office-
supply firm. Administrative Science Quarterly, 106–126. 
Boje, D. M. (2001). Storytelling and the future of organizations. London: Sage. 
Bolden, R., & Gosling, J. (2006). Leadership competencies: Time to change the tune? 
Leadership, 2(2), 147–163. 
Bransford, J., Stevens, R., Schwartz, D., Meltzoff, A., Pea, R., Roschelle, J., Vye, N., Kuhl, P., 
Bell, P., & Barron, B. (2006). Learning theories and education: Toward a decade of 
synergy. In P. A. Alexander & P. H. Winne (Eds.), Handbook of educational 
psychology (p. 209–244). Lawrence Erlbaum Associates Publishers. 
Brim, O. G., & Kagan, J. (1980). Constancy and change in human development. Cambridge, 
MA: Harvard University Press. 
Briner, R. B., & Rousseau, D. M. (2011). Evidence-based I–O psychology: Not there yet. 
Industrial and Organizational Psychology, 4(1), 3–22. 
Briner, R. B., & Walshe, N. D. (2013). Evidence-based management and leadership. In H. S. 
Leonard, R. Lewis, A. M. Freedman, & J. Passmore (Eds.), The Wiley-Blackwell 
Handbook of the Psychology of Leadership, Change, and Organizational 
Development (p. 49-63). Hoboken: Wiley-Blackwell. 
Briner, R. B., Denyer, D., & Rousseau, D. M. (2009). Evidence-based management: Concept 
cleanup time? Academy of Management Perspectives, 23(4), 19–32. 
Brinkman, S., & Kvale, S. (2015). Interviews-Learning the Craft of Qualitative Research 




Broderick, P. C. (2005). Mindfulness and coping with dysphoric mood: Contrasts with 
rumination and distraction. Cognitive Therapy and Research, 29(5), 501–510. 
Broughton, J. (2003). Descartes’s method of doubt. Princeton University Press. 
Brown, A. D., & Jones, M. R. (1998). Doomed to failure: Narratives of inevitability and 
conspiracy in a failed IS project. Organization Studies, 19(1), 73–88. 
Brown, K. G. (2005). An Examination of the Structure and Nomological Network of Trainee 
Reactions: A Closer Look at “Smile Sheets.” Journal of Applied Psychology, 90(5), 
991–1001.  
Brown, K. W., & Ryan, R. M. (2003). The Benefits of Being Present: Mindfulness and Its Role 
in Psychological Well-Being. Journal of Personality and Social Psychology, 84(4), 
822–848. 
Brown, K. W., Creswell, J. D., & Ryan, R. M. (2015). Handbook of mindfulness: Theory, 
research, and practice. Guilford Publications. 
Brown, K. W., Goodman, R. J., & Inzlicht, M. (2013). Dispositional mindfulness and the 
attenuation of neural responses to emotional stimuli. Social Cognitive and Affective 
Neuroscience, 8(1), 93–99. 
Brown, K. W., Ryan, R. M., & Creswell, J. D. (2007a). Mindfulness: Theoretical Foundations 
and Evidence for its Salutary Effects. Psychological Inquiry, 18(4), 211–237. 




Burke, V., & Collins, D. (2005). Optimising the effects of leadership development programmes: 
A framework for analysing the learning and transfer of leadership skills. Management 
Decision, 43(7–8), 975–987. 
Burrell, G., & Morgan, G. (1979). Sociological Paradigms and Organizational Analysis 
Heinemann. London: Heinemann. 
Byrne, D. E. (1971). The attraction paradigm (Vol. 11). Academic Pr. 
Byrne, O., & Shepherd, D. A. (2015). Different strokes for different folks: Entrepreneurial 
narratives of emotion, cognition, and making sense of business failure. 
Entrepreneurship Theory and Practice, 39(2), 375–405. 
Cao, J., & Hamori, M. (2019). How can employers benefit most from developmental job 
experiences? The needs-supplies fit perspective. The Journal of applied 
psychology, 105(4), 422–432. 
Cassara, B. B. (1990). Adult Education in a Multicultural Society. Routledge. 
Chang, E. H., Milkman, K. L., Gromet, D. M., Rebele, R. W., Massey, C., Duckworth, A. L., & 
Grant, A. M. (2019). The mixed effects of online diversity training. Proceedings of the 
National Academy of Sciences, 116(16), 7778–7783. 
Chang, J. H., Huang, C. L., & Lin, Y. C. (2015). Mindfulness, Basic Psychological Needs 
Fulfillment, and Well-Being. Journal of Happiness Studies, 16(5), 1149–1162. 
Chen, G., Whiteman, J. A., Gully, S. M., & Kilcullen, R. N. (2000). Examination of 




Differences, and Learning Performance. Journal of Applied Psychology, 85(6), 835–
847. 
Cheng, B. H., & McCarthy, J. M. (2018). Understanding the dark and bright sides of anxiety: A 
theory of workplace anxiety. Journal of Applied Psychology, 103(5), 537. 
Clarke, N. (2012). Evaluating Leadership Training and Development: A Levels-of-Analysis 
Perspective. Human Resource Development Quarterly, 23(4), 441–460. 
Cohen, L., Manion, L., & Morrison, K. (2000). Research methods in education. London: 
Routledge Falmer.  
Conger, J. A. (1993). The brave new world of leadership training. Organizational Dynamics, 
21(3), 46–58. 
Conger, J. A. (2010). Leadership development interventions: Ensuring a return on the 
investment. In N. Nohria, & R. Khurana (Eds.), Handbook of leadership theory and 
practice (p. 709-738). Boston, MA: Harvard Business Press. 
Conroy, S. A., Becker, W. J., & Menges, J. I. (2017). The meaning of my feelings depends on 
who I am: Work-related identifications shape emotion effects in organizations. 
Academy of Management Journal, 60(3), 1071–1093. 
Cooper, D., Yap, K., & Batalha, L. (2018). Mindfulness-based interventions and their effects on 
emotional clarity: A systematic review and meta-analysis. Journal of Affective 




Creswell, J. D., Way, B. M., Eisenberger, N. I., & Lieberman, M. D. (2007). Neural correlates 
of dispositional mindfulness during affect labeling. Psychosomatic Medicine, 69(6), 
560–565. 
Crossan, M., Vera, D., & Nanjad, L. (2008). Transcendent leadership: Strategic leadership in 
dynamic environments. The Leadership Quarterly, 19(5), 569–581. 
Dane, E. (2011). Paying attention to mindfulness and its effects on task performance in the 
workplace. Journal of Management, 37(4), 997–1018. 
Day, D. V. (2000). Leadership development: A review in context. The Leadership Quarterly, 
11(4), 581–613. 
Day, D. V., & Dragoni, L. (2015). Leadership development: An outcome-oriented review based 
on time and levels of analyses. Annu. Rev. Organ. Psychol. Organ. Behav., 2(1), 133–
156. 
Day, D. V., & Sin, H.-P. (2011). Longitudinal tests of an integrative model of leader 
development: Charting and understanding developmental trajectories. The Leadership 
Quarterly, 22(3), 545–560. 
Day, D. V., Fleenor, J. W., Atwater, L. E., Sturm, R. E., & McKee, R. A. (2014). Advances in 
leader and leadership development: A review of 25 years of research and theory. The 
Leadership Quarterly, 25(1), 63–82. 
Day, D. V., Harrison, M. M., & Halpin, S. M. (2008). An integrative approach to leader 




De Dreu, C. K., Nijstad, B. A., & Van Knippenberg, D. (2008). Motivated information 
processing in group judgment and decision making. Personality and Social 
Psychology Review, 12(1), 22–49. 
Denzin, N. K., & Lincoln, Y. S. (2011). The Sage handbook of qualitative research. Thousand 
Oaks, CA: Sage. 
DeRue, D. S., & Myers, C. G. (2014). Leadership development: A review and Agenda for 
future research. In Day, D. V. (Ed.), The Oxford handbook of leadership and 
organizations (p. 832-855). Oxford: Oxford University Press. 
DeRue, D. S., & Wellman, N. (2009). Developing Leaders via Experience: The Role of 
Developmental Challenge, Learning Orientation, and Feedback Availability. Journal 
of Applied Psychology, 94(4), 859–875. 
DeRue, D. S., Sitkin, S. B., & Podolny, J. M. (2011). From the guest editors: Teaching 
leadership—Issues and insights. Academy of Management Learning & Education, 
10(3), 369–372. 
Detert, J. R., & Edmondson, A. C. (2011). Implicit voice theories: Taken-for-granted rules of 
self-censorship at work. Academy of Management Journal, 54(3), 461–488. 
Diamante, T. (2011). Leadership Development Programs That Work: Individual 
Transformation by Design. In M. London (Ed.), The Oxford Handbook of Lifelong 
Learning (p. 164). Oxford University Press. 




Dragoni, L., Tesluk, P. E., Russell, J. E. A., & Oh, I.-S. (2009). Understanding Managerial 
Development: Integrating Developmental Assignments, Learning Orientation, and 
Access to Developmental Opportunities in Predicting Managerial Competencies. 
Academy of Management Journal, 52(4), 731–743. 
Dunham, J., Grant, I. H., & Watson, S. (2011). Idealism: The history of a philosophy. London: 
Routledge. 
Easterbrook, J. A. (1959). The effect of emotion on cue utilization and the organization of 
behavior. Psychological Review, 66(3), 183. 
Elfenbein, H. A. (2007). Emotion in organizations: A review and theoretical integration. 
Academy of Management Annals, 1(1), 315–386. 
Epitropaki, O., Sy, T., Martin, R., Tram-Quon, S., & Topakas, A. (2013). Implicit leadership 
and followership theories “in the wild”: Taking stock of information-processing 
approaches to leadership and followership in organizational settings. The Leadership 
Quarterly, 24(6), 858–881. 
Feldman, G., Hayes, A., Kumar, S., Greeson, J., & Laurenceau, J.-P. (2007). Mindfulness and 
emotion regulation: The development and initial validation of the Cognitive and 
Affective Mindfulness Scale-Revised (CAMS-R). Journal of Psychopathology and 
Behavioral Assessment, 29(3), 177. 
Feldman, M. S., Sköldberg, K., Brown, R. N., & Horner, D. (2004). Making sense of stories: A 
rhetorical approach to narrative analysis. Journal of Public Administration Research 




Ferris, D. L., Johnson, R. E., Rosen, C. C., Djurdjevic, E., Chang, C.-H. D., & Tan, J. A. 
(2013). When is success not satisfying? Integrating regulatory focus and 
approach/avoidance motivation theories to explain the relation between core self-
evaluation and job satisfaction. Journal of Applied Psychology, 98(2), 342. 
Festinger, L. (1962). A theory of cognitive dissonance. Stanford University Press. 
Fishbein, M., & Ajzen, I. (1975). Belief, attitude, intention, and behavior: An introduction to 
theory and research. Reading, Mass: Addison-Wesley Pub. Co. 
Fiske, S. T., & Taylor, S. E. (2013). Social cognition: From brains to culture. Sage. 
Florack, A., Piontkowski, U., Rohmann, A., Balzer, T., & Perzig, S. (2003). Perceived 
intergroup threat and attitudes of host community members toward immigrant 
acculturation. The Journal of Social Psychology, 143(5), 633–648. 
Fokkinga, S. F., & Desmet, P. M. A. (2013). Ten Ways to Design for Disgust, Sadness, and 
Other Enjoyments: A Design Approach to Enrich Product Experiences with Negative 
Emotions. International Journal of Design, 7(1), 19–36. 
Ford, J., Harding, N., & Learmonth, M. (2008). Leadership as identity: Constructions and 
deconstructions. New York: Springer. 
Forgas, J. P. (2012). Handbook of affect and social cognition. Psychology Press. 





Fredrickson, B. L., Tugade, M. M., Waugh, C. E., & Larkin, G. R. (2003). What good are 
positive emotions in crisis? A prospective study of resilience and emotions following 
the terrorist attacks on the United States on September 11th, 2001. Journal of 
Personality and Social Psychology, 84(2), 365–376.  
French, R., & Grey, C. (1996). Rethinking Management Education. Thousand Oaks, CA: Sage. 
Friedman, R. S., & Förster, J. (2001). The effects of promotion and prevention cues on 
creativity. Journal of Personality and Social Psychology, 81(6), 1001. 
Frijda, N. H. (1986). Studies in Emotion and Social Interaction. Cambridge University Press. 
Garavan, T. N. (2007). A strategic perspective on human resource development. Advances in 
Developing Human Resources, 9(1), 11–30. 
Gardner, S. (1999). Routledge philosophy guidebook to Kant and the Critique of pure reason. 
Psychology Press. 
Garland, E. L., Farb, N. A., R. Goldin, P., & Fredrickson, B. L. (2015). Mindfulness broadens 
awareness and builds eudaimonic meaning: A process model of mindful positive 
emotion regulation. Psychological Inquiry, 26(4), 293–314. 
Gebert, D., Buengeler, C., & Heinitz, K. (2017). Tolerance: A neglected dimension in diversity 
training? Academy of Management Learning & Education, 16(3), 415–438. 
Gilmore, T. N., Shea, G. P., & Useem, M. (1997). Side Effects of Corporate Cultural 




Giluk, T. L. (2009). Mindfulness, Big Five personality, and affect: A meta-analysis. Personality 
and Individual Differences, 47(8), 805–811. 
Glaser, B. G., & Strauss, A. L. (1967). Discovery of grounded theory: Strategies for qualitative 
research. Chicago, IL: Aldine Pub. Co. 
Glomb, T. M., Duffy, M. K., Bono, J. E., & Yang, T. (2011). Mindfulness at Work. In A. Joshi, 
J. Martocchio, & H. Liao (Eds.), Research in Personnel and Human Resources 
Management (vol. 30, p. 115-157). Bingley: Emerald Group Publishing. 
González-Gómez, H. V., & Richter, A. W. (2015). Turning shame into creativity: The 
importance of exposure to creative team environments. Organizational Behavior and 
Human Decision Processes, 126, 142–161. 
Graso, M., Reynolds, T., & Grover, S. (2020). Allegations of Mistreatment in an Era of Harm-
avoidance: Taboos, Challenges, and Implications for Management. Academy of 
Management Perspectives, forthcoming. 
Greco, J. (2011). The value problem. In S. Bernecker & D. Pritchard (Eds.), The Routledge 
companion to epistemology (p. 245–258). Routledge. 
Gurdjian, P., Halbeisen, T., & Lane, K. (2014). Why leadership-development programs fail. 
McKinsey Quarterly, 1(1), 121–126. 
Haack, P., Schoeneborn, D., & Wickert, C. (2012). Talking the talk, moral entrapment, creeping 
commitment? Exploring narrative dynamics in corporate responsibility 




Hafenbrack, A. C., Kinias, Z., & Barsade, S. G. (2014). Debiasing the Mind Through 
Meditation: Mindfulness and the Sunk-Cost Bias. Psychological Science, 25(2), 369–
376. 
Hannah, S. T., & Lester, P. B. (2009). A multilevel approach to building and leading learning 
organizations. The Leadership Quarterly, 20(1), 34–48. 
Hayes, A. F. (2013). Introduction to mediation, moderation, and conditional process analysis: 
A regression-based approach. Guilford Publications. 
Healy, S. (2003). Epistemological pluralism and the ‘politics of choice.’ Futures, 35(7), 689–
701. 
Heifetz, R. A. (1994). Leadership Without Easy Answers. Cambridge, MA: Harvard University 
Press. 
Hentschel, T., Shemla, M., Wegge, J., & Kearney, E. (2013). Perceived diversity and team 
functioning: The role of diversity beliefs and affect. Small Group Research, 44(1), 33–
61. 
Hertel, G., & Kerr, N. L. (2001). Priming in-group favoritism: The impact of normative scripts 
in the minimal group paradigm. Journal of Experimental Social Psychology, 37(4), 
316–324. 
Heslin, P. A., & Keating, L. A. (2017). In learning mode? The role of mindsets in derailing and 





Higgins, E. T. (1998). Promotion and prevention: Regulatory focus as a motivational principle. 
In Advances in experimental social psychology (Vol. 30, pp. 1–46). Elsevier. 
Hill, C. L., & Updegraff, J. A. (2012). Mindfulness and its relationship to emotional regulation. 
Emotion, 12(1), 81. 
Hinojosa, A. S., Gardner, W. L., Walker, H. J., Cogliser, C., & Gullifor, D. (2017). A review of 
cognitive dissonance theory in management research: Opportunities for further 
development. Journal of Management, 43(1), 170–199. 
Hjørland, B. (2011). Evidence-based practice: An analysis based on the philosophy of science. 
Journal of the American Society for Information Science and Technology, 62(7), 
1301–1310. 
Hoever, I. J., Van Knippenberg, D., Van Ginkel, W. P., & Barkema, H. G. (2012). Fostering 
team creativity: Perspective taking as key to unlocking diversity’s potential. Journal 
of Applied Psychology, 97(5), 982. 
Holton III, E. F. (1996). The flawed four-level evaluation model. Human Resource 
Development Quarterly, 7(1), 5–21. 
Homan, A. C., Buengeler, C., Eckhoff, R. A., van Ginkel, W. P., & Voelpel, S. C. (2015). The 
interplay of diversity training and diversity beliefs on team creativity in nationality 
diverse teams. Journal of Applied Psychology, 100(5), 1456. 
Homan, A. C., Greer, L. L., Jehn, K. A., & Koning, L. (2010). Believing shapes seeing: The 
impact of diversity beliefs on the construal of group composition. Group Processes & 




Homan, A. C., Gündemir, S., Buengeler, C., & van Kleef, G. A. (2020). Leading diversity: 
Towards a theory of functional leadership in diverse teams. Journal of Applied 
Psychology, forthcoming. 
Homan, A. C., Van Knippenberg, D., Van Kleef, G. A., & De Dreu, C. K. (2007). Bridging 
faultlines by valuing diversity: Diversity beliefs, information elaboration, and 
performance in diverse work groups. Journal of Applied Psychology, 92(5), 1189. 
Hoole, E., & Martineau, J. (2014). Evaluation methods. In D. V. Day (Ed.), The Oxford 
handbook of leadership and organizations (p. 167–198). New York, NY: Oxford 
University Press. 
Hornung, S. (2012). Beyond “New Scientific Management” Critical reflections on the 
epistemology of evidence-based management. In D. M. Rousseau (Ed.), The Oxford 
handbook of evidence-based management (p. 389–403). Oxford: Oxford University 
Press. 
John, O. P., & Srivastava, S. (1999). The Big Five Trait Taxonomy: History, Measurement, and 
Theoretical Perspectives. In L. A. Pervin, & O. P. John (Eds.), Handbook of 
Personality: Theory and Research (2nd ed., p. 102–138). New York, NY: Guilford. 
Kabat-Zinn, J. (1994). Where you go, there you are: Mindfulness meditation in everyday life. 
New York, NY: Hyperion. 
Kabat-Zinn, J. (2003). Mindfulness-based interventions in context: Past, present, and future. 




Kahneman, D. (2003). Maps of bounded rationality: Psychology for behavioral economics. 
American Economic Review, 93(5), 1449–1475. 
Kaiser, R. B., & Curphy, G. (2013). Leadership development: The failure of an industry and the 
opportunity for consulting psychologists. Consulting Psychology Journal: Practice 
and Research, 65(4), 294. 
Kamoche, K. (2000). Developing managers: The functional, the symbolic, the sacred and the 
profane. Organization Studies, 21(4), 747–774. 
Kegan, R., & Lahey, L. L. (2016). An everyone culture: Becoming a deliberately developmental 
organization. Boston, MA: Harvard Business Review Press. 
Kehoe, W., & Lindgren, J. (2003). Focus groups in global marketing: concept, methodology 
and implications. Marketing Management Journal, 13(2). 
Keltner, D., & Gross, J. J. (1999). Functional accounts of emotions. Cognition & Emotion, 
13(5), 467–480. 
Kennedy, F., Carroll, B., & Francoeur, J. (2013). Mindset not skill set: Evaluating in new 
paradigms of leadership development. Advances in Developing Human Resources, 
15(1), 10–26. 
Kidd, P. S., & Parshall, M. B. (2000). Getting the focus and the group: Enhancing analytical 
rigor in focus group research. Qualitative Health Research, 10(3), 293–308. 
Kieser, A., Nicolai, A., & Seidl, D. (2015). The practical relevance of management research: 
Turning the debate on relevance into a rigorous scientific research program. The 




Kirkpatrick, D. (1994). Evaluating training programs: The four levels. Berrett-Koehler. 
Kniffin, K. M., Detert, J. R., & Leroy, H. L. (2020). On Leading and Managing: Synonyms or 
Separate (and Unequal)? Academy of Management Discoveries, forthcoming. 
Kochan, T., Bezrukova, K., Ely, R., Jackson, S., Joshi, A., Jehn, K., Leonard, J., Levine, D., & 
Thomas, D. (2003). The effects of diversity on business performance: Report of the 
diversity research network. Human Resources Management, 42(1), 3–21. 
Kolakowski, L. (1968). The alienation of reason: A history of positivist thought. New York: 
Doubleday. 
Kolb, D. A. (1984). Experiential learning: Experience as the source of learning and 
development. Prentice-Hall. 
Kross, E., & Ayduk, O. (2008). Facilitating adaptive emotional analysis: Distinguishing 
distanced-analysis of depressive experiences from immersed-analysis and distraction. 
Personality and Social Psychology Bulletin, 34(7), 924–938. 
Kross, E., Ayduk, O., & Mischel, W. (2005). When Asking “Why” Does Not Hurt. 
Psychological Science, 16(9), 709–715. 
Krueger, R. A. (1997). Moderating focus groups. Sage. 





Kulik, C. T., & Roberson, L. (2008). Common goals and golden opportunities: Evaluations of 
diversity education in academic and organizational settings. Academy of Management 
Learning & Education, 7(3), 309–331. 
Kulik, C. T., & Roberson, L. (2008). Common goals and golden opportunities: Evaluations of 
diversity education in academic and organizational settings. Academy of Management 
Learning & Education, 7(3), 309–331. 
Kurzban, R., & Leary, M. R. (2001). Evolutionary origins of stigmatization: The functions of 
social exclusion. Psychological Bulletin, 127(2), 187. 
Lacerenza, C. N., Marlow, S. L., Tannenbaum, S. I., & Salas, E. (2018). Team development 
interventions: Evidence-based approaches for improving teamwork. American 
Psychologist, 73(4), 517. 
Learmonth, M. (2006). “Is There Such a Thing as ‘Evidence-Based Management’?”: A 
Commentary on Rousseau’s 2005 Presidential Address. The Academy of Management 
Review, 31(4), 1089–1091. 
Learmonth, M. (2008). Speaking out: Evidence-based management: a backlash against 
pluralism in organizational studies? Organization, 15(2), 283–291. 
Lee, T. W. (1999). Using qualitative methods in organizational research. Thousand Oaks, CA: 
Sage. 
Leroy, H., Segers, J., Van Dierendonck, D., & Den Hartog, D. (2018). Managing people in 
organizations: Integrating the study of HRM and leadership. Human Resource 




Leslie, L. M. (2019). Diversity initiative effectiveness: A typological theory of unintended 
consequences. Academy of Management Review, 44(3), 538–563. 
Levine, M., Prosser, A., Evans, D., & Reicher, S. (2005). Identity and emergency intervention: 
How social group membership and inclusiveness of group boundaries shape helping 
behavior. Personality and Social Psychology Bulletin, 31(4), 443–453. 
Li, C.-R., Lin, C.-J., & Liu, J. (2018). The Role of Team Regulatory Focus and Team Learning 
in Team Radical and Incremental Creativity. Group & Organization 
Management, 44(6), 1036–1066. 
Liberman, N., Molden, D. C., Idson, L. C., & Higgins, E. T. (2001). Promotion and prevention 
focus on alternative hypotheses: Implications for attributional functions. Journal of 
Personality and Social Psychology, 80(1), 5. 
Lindebaum, D., & Jordan, P. J. (2014). When it can be good to feel bad and bad to feel good: 
Exploring asymmetries in workplace emotional outcomes. Human Relations, 67(9), 
1037–1050. 
Ling, T. (2012). Evaluating complex and unfolding interventions in real time. Evaluation, 
18(1), 79–91. 
Little, L. M., Gooty, J., & Williams, M. (2016). The role of leader emotion management in 
leader–member exchange and follower outcomes. The Leadership Quarterly, 27(1), 
85–97. 
Lord, R. G., & Shondrick, S. J. (2011). Leadership and knowledge: Symbolic, connectionist, 




Lord, R. G., Day, D. V., Zaccaro, S. J., Avolio, B. J., & Eagly, A. H. (2017). Leadership in 
applied psychology: Three waves of theory and research. Journal of Applied 
Psychology, 102(3), 434. 
Lord, R. G., Epitropaki, O., Foti, R. J., & Hansbrough, T. K. (2020). Implicit leadership 
theories, implicit followership theories, and dynamic processing of leadership 
information. Annual Review of Organizational Psychology and Organizational 
Behavior, 7, 49–74. 
Losee, J. (1972). A historical introduction to the philosophy of science. London: Oxford 
University Press. 
Luthans, F., & Youssef, C. M. (2007). Emerging positive organizational behavior. Journal of 
Management, 33(3), 321–349. 
Lyubomirsky, S. (2011). Hedonic adaptation to positive and negative experiences. Oxford 
University Press. 
Mabey, C. (2013). Leadership development in organizations: Multiple discourses and diverse 
practice. International Journal of Management Reviews, 15(4), 359–380. 
Mabey, C., Salaman, G., & Storey, J. (1998). Human resource management: A strategic 
introduction. Oxford: Blackwell. 
Maitlis, S. (2009). Who am I now? Sensemaking and identity in posttraumatic growth. In L. M. 
Roberts & J. E. Dutton (eds.) Exploring positive identities and organizations (p. 71–
100). Psychology Press. 




Mannix, Elizabeth, & Neale, M. A. (2005). What differences make a difference? The promise 
and reality of diverse teams in organizations. Psychological Science in the Public 
Interest, 6(2), 31–55. 
Marks, M. A., Mathieu, J. E., & Zaccaro, S. J. (2001). A temporally based framework and 
taxonomy of team processes. Academy of Management Review, 26(3), 356–376. 
Marquardt, M. J., Leonard, H. S., Freedman, A. M., & Hill, C. C. (2009). Action Learning for 
Developing Leaders and Organizations: Principles, Strategies, and Cases. Amer 
Psychological Assn. 
Mathieu, J. E., & Rapp, T. L. (2009). Laying the foundation for successful team performance 
trajectories: The roles of team charters and performance strategies. Journal of Applied 
Psychology, 94(1), 90. 
Maurer, T. J. (2001). Career-Relevant Learning and Development, Worker Age, and Beliefs 
About Self-Efficacy for Development. Journal of Management, 27(2), 123–140. 
McCall, M. W., Lombardo, M. W., Lombardo, M. M., & Morrison, A. M. (1988). Lessons of 
experience: How successful executives develop on the job. New York: Simon and 
Schuster. 
McCauley, C. D., Ruderman, M. N., Ohlott, P. J., & Morrow, J. E. (1994). Assessing the 
Developmental Components of Managerial Jobs. Journal of Applied Psychology, 
79(4), 544–560. 





McKinsey. (2012). The State of Human Capital 2012: False Summit–Why the Human Capital 
Function Still has Far to go. The Conference Board Research Report. 
Midgley, C., & Urdan, T. (1995). Predictors of middle school students’ use of self-
handicapping strategies. The Journal of Early Adolescence, 15(4), 389–411. 
Miles, M. B., & Huberman, A. M. (1994). Qualitative data analysis: An expanded sourcebook. 
Sage. 
Miller, T. R., Baird, T. D., Littlefield, C. M., Kofinas, G., Chapin III, F. S., & Redman, C. L. 
(2008). Epistemological pluralism: Reorganizing interdisciplinary research. Ecology 
and Society, 13(2). 
Moore, G. E., & Baldwin, T. (1993). Principia ethica. Cambridge University Press. 
Morgan, D. L. (1996). Focus groups. Annual Review of Sociology, 22(1), 129–152. 
Morrell, K. (2008). The narrative of ‘evidence based’management: A polemic. Journal of 
Management Studies, 45(3), 613–635. 
Mumford, T. V., Campion, M. A., & Morgeson, F. P. (2007). The leadership skills strataplex: 
Leadership skill requirements across organizational levels. The Leadership Quarterly, 
18(2), 154–166. 
Muthén, L. K., & Muthén, B. O. (2012). Mplus User’s Guide (7th ed.). Los Angeles, CA: 
Muthén & Muthén. 





Neff, K. D., Kirkpatrick, K. L., & Rude, S. S. (2007). Self-compassion and adaptive 
psychological functioning. Journal of Research in Personality, 41(1), 139–154. 
Niemiec, C. P., Brown, K. W., Kashdan, T. B., Cozzolino, P. J., Breen, W. E., Levesque-
Bristol, C., & Ryan, R. M. (2010). Being present in the face of existential threat: The 
role of trait mindfulness in reducing defensive responses to mortality salience. Journal 
of Personality and Social Psychology, 99(2), 344. 
Nishii, L. H., Khattab, J., Shemla, M., & Paluch, R. M. (2018). A multi-level process model for 
understanding diversity practice effectiveness. Academy of Management Annals, 
12(1), 37–82. 
Noe, R. A., Clarke, A. D. M., & Klein, H. J. (2014). Learning in the Twenty-First-Century 
Workplace. Annual Review of Organizational Psychology and Organizational 
Behavior, 1(1), 245–275. 
Noe, R. A., Tews, M. J., & Dachner, A. M. (2010a). Learner Engagement: A New Perspective 
for Enhancing our Understanding of Learner Motivation and Workplace Learning. 
Academy of Management Annals, 4(1), 279–315. 
Nolen-Hoeksema, S., & Morrow, J. (1991). A prospective study of depression and 
posttraumatic stress symptoms after a natural disaster: The 1989 Loma Prieta 
Earthquake. Journal of Personality and Social Psychology, 61(1), 115. 
O’Leonard K., & Loew, L. (2012). Leadership development fact book 2012: Benchmarks and 




Parker, D., Stradling, S. G., & Manstead, A. S. (1996). Modifying beliefs and attitudes to 
exceeding the speed limit: An intervention study based on the theory of planned 
behavior. Journal of Applied Social Psychology, 26(1), 1–19. 
Pearson, C. M. (2017). The Smart Way to Respond to Negative Emotions at Work. MIT Sloan 
Management Review, 58(3), 49–56. 
Petriglieri, G. (2020). F** k Science⁉ An Invitation to Humanize Organization Theory. 
Organization Theory, 1(1), 1–18. 
Petriglieri, G., & Petriglieri, J. L. (2015). Can business schools humanize leadership? Academy 
of Management Learning & Education, 14(4), 625–647. 
Petriglieri, G., Wood, J. D., & Petriglieri, J. L. (2011). Up close and personal: Building 
foundations for leaders’ development through the personalization of management 
learning. Academy of Management Learning & Education, 10(3), 430–450. 
Pfeffer, J. (2015). Leadership BS: Fixing workplaces and careers one truth at a time. New 
York, NY: Harper Business. 
Pfeffer, J., & Sutton, R. I. (2006). Hard facts, dangerous half-truths, and total nonsense: 
Profiting from evidence-based management. Boston, MA: Harvard Business Press. 
Phillips, K. W., & Lount, R. B. (2007). The Affective Consequences of Diversity and 
Homogeneity in Groups. In E. Mannix, M. Neale, & C. Anderson (Eds.), Research on 
managing groups and teams (Vol. 10, p. 1–20). Emerald Group Publishing Limited. 
Ployhart, R. E., & Moliterno, T. P. (2011). Emergence of the human capital resource: A 




Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method 
biases in behavioral research: A critical review of the literature and recommended 
remedies. Journal of Applied Psychology, 88(5), 879. 
Powell, R. A., & Single, H. M. (1996). Focus groups. International Journal for Quality in 
Health Care, 8(5), 499–504. 
Raelin, J. A. (2007). Toward an epistemology of practice. Academy of Management Learning & 
Education, 6(4), 495–519. 
Ready, D. A., & Conger, J. A. (2007). Make your company a talent factory. Harvard Business 
Review, 85(6), 68. 
Reay, T., Berta, W., & Kohn, M. K. (2009). What’s the evidence on evidence-based 
management? Academy of Management Perspectives, 23(4), 5–18. 
Reb, J., Allen, T., & Vogus, T. J. (2020). Mindfulness Arrives at Work: Deepening our 
Understanding of Mindfulness in Organisations. Organizational Behavior and Human 
Decision Processes, 159, 1–7. 
Reb, J., Sim, S., Chintakananda, K., & Bhave, D. P. (2015). Leading with mindfulness: 
Exploring the relation of mindfulness with leadership behaviors, styles, and 
development. In J. Reb & P. W. B. Atkins (Eds.), Mindfulness in Organizations: 
Foundations, Research, and Applications (p. 256–284). Cambridge University Press. 
Reyes, D. L., Dinh, J., Lacerenza, C. N., Marlow, S. L., Joseph, D. L., & Salas, E. (2019). The 




analysis, critical review, and recommendations. The Leadership Quarterly, 30(5), 
101311. 
Richard, B. W., Holton III, E. F., & Katsioloudes, V. (2014). The use of discrete computer 
simulation modeling to estimate return on leadership development investment. The 
Leadership Quarterly, 25(5), 1054–1068. 
Roberts, L. M., Dutton, J. E., Spreitzer, G. M., Heaphy, E. D., & Quinn, R. E. (2005). 
Composing the reflected best-self portrait: Building pathways for becoming 
extraordinary in work organizations. Academy of Management Review, 30(4), 712–
736. 
Rodrigues, V. S., Piecyk, M., Potter, A., McKinnon, A., Naim, M., & Edwards, J. (2010). 
Assessing the application of focus groups as a method for collecting data in logistics. 
International Journal of Logistics: Research and Applications, 13(1), 75–94. 
Roese, N. J., & Olson, J. M. (1997). Counterfactual thinking: The intersection of affect and 
function. Advances in experimental social psychology, 29, 1–59. 
Rorty, R. (1979). Transcendental arguments, self-reference, and pragmatism. Transcendental 
Arguments and Science, 77–103. 
Rousseau, D. M. (2006). Is there such a thing as “evidence-based management”? Academy of 
Management Review, 31(2), 256–269. 
Rousseau, D. M. (2011). Reinforcing the micro/macro bridge: Organizational thinking and 




Rousseau, D. M., & Gunia, B. C. (2016). Evidence-based practice: The psychology of EBP 
implementation. Annual Review of Psychology, 67, 667–692. 
Rynes, S. L., & Bartunek, J. M. (2017). Evidence-based management: Foundations, 
development, controversies and future. Annual Review of Organizational Psychology 
and Organizational Behavior, 4, 235–261. 
Salas, E., Tannenbaum, S., Kraiger, K., & Smith-Jentsch, K. A. (2012). The Science of 
Training and Development in Organizations: What Matters in Practice. 
Psychologyical Science in the Public Interest, 13(2), 74–101. 
Samuelson, W., & Zeckhauser, R. (1988). Status quo bias in decision making. Journal of Risk 
and Uncertainty, 1(1), 7–59. 
Saunders, M. (2006). The’presence’of evaluation theory and practice in educational and social 
development: Toward an inclusive approach. London Review of Education, 4(2), 197–
215. 
Scaduto, A., Lindsay, D., & Chiaburu, D. S. (2008). Leader influences on training 
effectiveness: Motivation and outcome expectation processes. International Journal of 
Training and Development, 12(3), 158–170. 
Schwartz, J., Barry, L., & Liakopoulos, A. (2013). Reframing the Talent Agenda: The shift, the 
race, and the riddle. Deloitte Review, 12. 
Schwarz, J., Bersin, J., & Pelster, B. (2014). Global human capital trends 2014: Engaging the 




Schyns, B., Kiefer, T., Kerschreiter, R., & Tymon, A. (2011). Teaching implicit leadership 
theories to develop leaders and leadership: How and why it can make a difference. 
Academy of Management Learning & Education, 10(3), 397–408. 
Seidle, B., Fernandez, S., & Perry, J. L. (2016). Do leadership training and development make a 
difference in the public sector? A panel study. Public Administration Review, 76(4), 
603–613. 
Seo, M.-G., Bartunek, J. M., & Barrett, L. F. (2010). The role of affective experience in work 
motivation: Test of a conceptual model. Journal of Organizational Behavior, 31(7), 
951–968. 
Severiens, S. E., & Ten Dam, G. T. M. (1994). Gender Differences in Learning Styles: A 
Narrative Review and Quantitative Meta-Analysis. Higher Education, 27(4), 487–501. 
Shrout, P. E., & Lane, S. P. (2011). Psychometrics. In M. R. Mehl, & T. A. Conner (Eds.), 
Handbook of research methods for studying daily life (p. 302–320). New York, NY: 
Guilford Press. 
Siegel, D. J. (2007). Mindfulness training and neural integration: Differentiation of distinct 
streams of awareness and the cultivation of well-being. Social Cognitive and Affective 
Neuroscience, 2(4), 259–263. 
Sitzmann, T., Brown, K. G., Casper, W. J., Ely, K., & Zimmerman, R. D. (2008). A review and 
meta-analysis of the nomological network of trainee reactions. Journal of Applied 




Sköldberg, K. (1994). Tales of change: Public administration reform and narrative mode. 
Organization Science, 5(2), 219–238. 
Smithson, J. (2000). Using and analysing focus groups: Limitations and possibilities. 
International Journal of Social Research Methodology, 3(2), 103–119. 
Sonenshein, S. (2010). We’re changing—Or are we? Untangling the role of progressive, 
regressive, and stability narratives during strategic change implementation. Academy 
of Management Journal, 53(3), 477–512. 
Spender, J.-C. (1998). Pluralist epistemology and the knowledge-based theory of the firm. 
Organization, 5(2), 233–256. 
Syed, J., Mingers, J., & Murray, P. A. (2010). Beyond rigour and relevance: A critical realist 
approach to business education. Management Learning, 41(1), 71–85. 
Tang, Y.-Y. (2017). Mindfulness Meditation and Behavior Change. In: The Neuroscience of 
Mindfulness Meditation. Springer. 
Taylor, E. W. (2008). Teaching and emotions in a nonformal educational setting. New 
Directions for Adult and Continuing Education, 2008(120), 79–87. 
Thomas, R. J. (2008). Crucibles of leadership development. MIT Sloan Management Review, 
49(3), 15. 
Tip, L. K., Zagefka, H., González, R., Brown, R., Cinnirella, M., & Na, X. (2012). Is support 
for multiculturalism threatened by… threat itself? International Journal of 




Tourish, D. (2013). ‘Evidence based management’, or ‘evidence oriented organizing’? A 
critical realist perspective. Organization, 20(2), 173–192. 
Uhlmann, E. L., Leavitt, K., Menges, J. I., Koopman, J., Howe, M., & Johnson, R. E. (2012). 
Getting explicit about the implicit: A taxonomy of implicit measures and guide for 
their use in organizational research. Organizational Research Methods, 15(4), 553–
601. 
Ulrich, D. (1997). Measuring human resources: An overview of practice and a prescription for 
results. Human Resource Management, 36(3), 303–320. 
Vaara, E. (2002). On the discursive construction of success/failure in narratives of post-merger 
integration. Organization Studies, 23(2), 211–248. 
Vago, D. R., & David, S. A. (2012). Self-awareness, self-regulation, and self-transcendence (S-
ART): A framework for understanding the neurobiological mechanisms of 
mindfulness. Frontiers in Human Neuroscience, 6, 296. 
Van Baalen, S., & Boon, M. (2015). An epistemological shift: From evidence-based medicine 
to epistemological responsibility. Journal of Evaluation in Clinical Practice, 21(3), 
433–439. 
Van Ginkel, W. P., & van Knippenberg, D. (2008). Group information elaboration and group 
decision making: The role of shared task representations. Organizational Behavior 
and Human Decision Processes, 105(1), 82–97. 





Van Knippenberg, D., & van Kleef, G. A. (2016). Leadership and affect: Moving the hearts and 
minds of followers. Academy of Management Annals, 10(1), 799–840. 
Van Knippenberg, D., De Dreu, C. K., & Homan, A. C. (2004). Work group diversity and 
group performance: An integrative model and research agenda. Journal of Applied 
Psychology, 89(6), 1008. 
Van Knippenberg, D., Haslam, S. A., & Platow, M. J. (2007). Unity through diversity: Value-
in-diversity beliefs, work group diversity, and group identification. Group Dynamics: 
Theory, Research, and Practice, 11(3), 207. 
Van Knippenberg, D., Van Ginkel, W. P., & Homan, A. C. (2013). Diversity mindsets and the 
performance of diverse teams. Organizational Behavior and Human Decision 
Processes, 121(2), 183–193.  
Van Velsor, E., McCauley, C. D., & Ruderman, M. N. (2010). Introduction: Our view of 
leadership development. In E. Van Velsor, C. D., McCauley, & M. N. Ruderman 
(Eds.), The Center for Creative Leadership handbook of leadership development (3rd 
ed., p. 1–26). San Francisco, CA: Jossey-Bass. 
Vandewalle, D. (1997). Development and Vailidation of a Work Domain Goal Orientation 
Instrument. Educational and Psychological Measurement, 57(6), 995–1015. 
Verkuyten, M. (2009). Support for multiculturalism and minority rights: The role of national 




Vermunt, J. D., & Vermetten, Y. J. (2004). Patterns in student learning: Relationships between 
learning strategies, conceptions of learning, and learning orientations. Educational 
Psychology Review, 16(4), 359–384. 
Vogel, B., Reichard, R. J., Batistič, S., & Černe, M. (2020). A bibliometric review of the 
leadership development field: How we got here, where we are, and where we are 
headed. The Leadership Quarterly, 101381. 
Vough, H. C., Bataille, C. D., Noh, S. C., & Lee, M. D. (2015). Going off script: How 
managers make sense of the ending of their careers. Journal of Management Studies, 
52(3), 414–440. 
Walton, G. M. (2014). The New Science of Wise Psychological Interventions. Current 
Directions in Psychological Science, 23(1), 73–82. 
Watson, D., Clark, L. A., & Tellegen, A. (1988). Development and validation of brief measures 
of positive and negative affect: The PANAS scales. Journal of Personality and Social 
Psychology, 54(6), 1063. 
Weick, K. E. (1995). Sensemaking in organizations (Vol. 3). Foundations for Organizational 
Science. Thousands Oaks: Sage. 
Weiss, D., & Molinaro, V. (2006). Integrated leadership development. Industrial and 
Commercial Training, 38(1), 3–11. 
Wells, A., & Matthews, G. (2014). Attention and emotion (Classic edition): A clinical 




Williams, J. M. G., & Kabat-Zinn, J. (2011). Mindfulness: Diverse Perspectives on its Meaning, 
Origins, and Multiple Applications at the Intersection of Science and Dharma. 
Contemporary Buddhism, 12(1), 1–18. 
Wong, E. M., Ormiston, M. E., & Tetlock, P. E. (2011). The effects of top management team 
integrative complexity and decentralized decision making on corporate social 
performance. Academy of Management Journal, 54(6), 1207–1228. 
Wright, P. M., & Nishii, L. H. (2007). Strategic HRM and organizational behavior: Integrating 
multiple levels of analysis. CAHRS Working Paper 06-05, Center for Advanced 
Human Resource Studies, Cornell University, Ithaca, NY. 
Young, D. P., & Dixon, N. M. (1996). Helping Leaders Take Effective Action. Center for 
Creative Leadership. 
Yukl, G. (2012). Effective leadership behavior: What we know and what questions need more 
attention. Academy of Management Perspectives, 26(4), 66–85. 
Zeidner, M. (2014). Anxiety in education. In R. Pekrun & L. Linnenbrink-Garcia (Eds.), 
Educational psychology handbook series. International handbook of emotions in 
education (p. 265–288). London, Routledge. 
Zikic, J., & Richardson, J. (2007). Unlocking the careers of business professionals following 
job loss: Sensemaking and career exploration of older workers. Canadian Journal of 






ABOUT THE AUTHOR 
 
Pisitta Vongswasdi (1988) was born in Bangkok, 
Thailand. She joined ERIM and started her PhD at 
Rotterdam School of Management in 2016 and was a 
visiting researcher at University of Virginia Darden 
School of Business’s Experiential Leadership 
Development Lab. Before starting her PhD, she was 
previously a research associate in Organisational 
behavior at INSEAD business school (based in their 
Singapore campus). Before that, she worked as a 
public policy analyst at Sasin Institute of Global 
Affairs in Thailand. Pisitta also holds a Master of 
Science (MSc)’s degree in Sociology from University of Oxford (UK), and a Bachelor (BA)’s 
degree in Economics from Chulalongkorn University (Thailand). She will start the new chapter 
in her academic career as an Assistant Professor at WHU - Otto Beisheim School of 











Woodward, I., & Vongswasdi, P. (2017). More that unites than divides: Intergenerational 
communication preferences in the workplace. Communication Research and Practice, 
3(4), 1-28.  
 
Woodward, I., Vongswasdi, P., & More, E. (2015). Generational diversity at work: A systematic 
review. INSEAD Paper 2015. 
 
Woodward, I., Vongswasdi, P., Laramaud, A. The El Sistema score: Vision, process, impact. 
(case and teaching note), INSEAD Case 2015. 
 
Papers under review 
Vongswasdi, P., Leroy, H., Claeys, J., van Dierendonck, D. Leadership development beyond 
developing leaders: Toward a multi-narrative understanding of evidence, 2nd round 
R&R at Journal of Management Studies. 
 
Shaffakat, S., Otaye, L., Reb, J., Vongswasdi, P., & Chandwani, R. Mindfulness attenuates both 
emotional and behavioral reactions following psychological contract breach: A two-
stage moderation model, 2nd round R&R at Journal of Applied Psychology. 
 
Research projects in progress 
Reappreciating past diversity experiences: how a personalized promotion-focused intervention 
promotes team diversity beliefs and team information elaboration. With Hannes Leroy 
(RSM), Meir Shemla (RSM), and Jasmien Khattab (RSM). Manuscript in preparation.  
 
Uncomfortable but developing: how mindfulness qualifies the relationship between negative 
emotions during training and training outcomes. With Hannes Leroy (RSM), Jochen 
Menges (UZH), and Jane Le (WHU). Manuscript in preparation. 
 
Crowdsourcing replications: Methodological advances in behavioral research. With Eric 
Uhlmann (INSEAD), Stefan Thau (INSEAD), and numerous other co-authors. 
Manuscript in preparation. 
 
The bright side of Machiavellian leaders in teams. With Deanne den Hartog (UVA), Samah 
Shaffakat (Liverpool), and Nicolas Bastardoz (UZH). Data analysis. 
 




Intersectionality and leadership: the impact and mitigator of perceptions of Asian women. With 
Jasmien Khattab (RSM). 
 
Determinants of evidence-based leadership development practice. With Hannes Leroy (RSM), 





Vongswasdi, P., Leroy, H., & Claeys, J. Leadership development beyond developing leaders: 
Towards a multi-narrative and multi-level understanding of effectiveness. European 
Group for Organizational Studies 2019, Edinburgh, UK, and at Annual Meeting of the 
Academy of Management 2018, Chicago, USA (Winner Best Paper Award).  
 
Vongswasdi, P., Leroy, H., Shemla, M., & Khattab. Improving team dynamics through diversity 
mindset. British Academy of Management 2019, Birmingham, UK, and at AMD Paper 
Development Workshops 2018, Rotterdam, NL. 
 
Shaffakat, S., Otaye-Ebede, L. E., Reb, J., Chandwani, R., Vongswasdi, P. Acting but Not 
Reacting: Role of Mindfulness in Moderating the PCV – Deviance Relationship. Annual 
Meeting of the Academy of Management 2017, Atlanta, USA. 
 
Vongswasdi, P. Servant leadership and social competence in building a high-performing 
organization: A case of El Sistema. Australian and New Zealand Academy of 
Management (ANZAM) Conference 2014, Sydney, Australia.   
 
Teaching 
Rotterdam School of Management, Erasmus University 
Leadership Development and Training (MSc Human Resource Management, elective), Instructor 
and course designer. Spring 2018 (55 students) 
 Instructor and course designer. Spring 2017 (49 students) 
 
Political skills (MBA workshop), 
Co-instructor (with Hannes Leroy). Spring 2019. 
 
Stereotype (IBA workshop), 
Instructor. Fall 2019. 
 
Darden School of Business, University of Virginia 
Experiential Leadership Development (MBA course),  




The ERIM PhD Series 
 
The ERIM PhD Series contains PhD dissertations in the field of Research in Management 
defended at Erasmus University Rotterdam and supervised by senior researchers affiliated to the 
Erasmus Research Institute of Management (ERIM). All dissertations in the ERIM PhD Series 
are available in full text through the ERIM Electronic Series Portal: http://repub.eur.nl/pub. 
ERIM is the joint research institute of the Rotterdam School of Management (RSM) and the 
Erasmus School of Economics (ESE) at the Erasmus University Rotterdam (EUR). 
 
Dissertations in the last four years 
 
Ahmadi, S., A motivational perspective to decision-making and behavior in organizations, 
Promotors: Prof. J.J.P. Jansen & Dr T.J.M. Mom,  
EPS-2019-477-S&E, https://repub.eur.nl/pub/116727 
 
Akemu, O., Corporate Responses to Social Issues: Essays in Social Entrepreneurship and 
Corporate Social Responsibility,  
Promotors: Prof. G.M. Whiteman & Dr S.P. Kennedy, EPS-2017-392-ORG, 
https://repub.eur.nl/pub/95768 
 
Albuquerque de Sousa, J.A., International stock markets: Essays on the determinants and 
consequences of financial market development, Promotors:  
Prof. M.A. van Dijk & Prof. P.A.G. van Bergeijk, EPS-2019-465-F&A, 
https://repub.eur.nl/pub/115988 
 
Alserda, G.A.G., Choices in Pension Management, Promotors:  
Prof. S.G. van der Lecq & Dr O.W. Steenbeek, EPS-2017-432-F&A, 
https://repub.eur.nl/pub/103496 
 
Arampatzi, E., Subjective Well-Being in Times of Crises: Evidence on the Wider Impact of 
Economic Crises and Turmoil on Subjective Well-Being,  
Promotors: Prof. H.R. Commandeur, Prof. F. van Oort & Dr. M.J. Burger,  
EPS-2018-459-S&E, https://repub.eur.nl/pub/111830 
 
Arslan, A.M., Operational Strategies for On-demand Delivery Services, Promotors: Prof. R.A. 
Zuidwijk & Dr N.A. H. Agatz, EPS-2019-481-LIS, https://repub.eur.nl/pub/126463 
 
Avci, E., Surveillance of Complex Auction Markets: a Market Policy Analytics Approach, 
Promotors: Prof. W. Ketter, Prof. H.W.G.M. van Heck &  
Prof. D.W. Bunn, EPS-2018-426-LIS, https://repub.eur.nl/pub/106286 
 
Balen, T.H. van, Challenges of Early Stage Entrepreneurs: the Roles of Vision Communication 
and Team Membership Change,  
Promotors: Prof. J.C.M. van den Ende & Dr M. Tarakci, EPS-2019-468-LIS, 
https://repub.eur.nl/pub/115654 
 
Bernoster, I., Essays at the Intersection of Psychology, Biology, and Entrepreneurship, 




Prof. P.J.F Groenen, EPS-2018-463-S&E, https://repub.eur.nl/pub/113907 
 
Blagoeva, R.R., The Hard Power Of Soft Power: A behavioral strategy perspective on how 
power, reputation, and status affect firms, Promotors:  
Prof. J.J.P. Jansen & Prof. T.J.M. Mom, EPS-2020-495-S&E, https://repub.eur.nl/pub/127681 
 
Bouman, P., Passengers, Crowding and Complexity: Models for Passenger Oriented Public 
Transport, Prof. L.G. Kroon, Prof. A. Schöbel &  
Prof. P.H.M. Vervest, EPS-2017-420-LIS, https://repub.eur.nl/pub/100767 
 
Breugem, T., ‘Crew Planning at Netherlands Railways: Improving Fairness, Attractiveness, 
and Efficiency’, Promotors: Prof. D. Huisman &  
Dr T.A.B. Dollevoet, EPS-2020494-LIS, https://repub.eur.nl/pub/124016 
 
Bunderen, L. van, Tug-of-War: Why and when teams get embroiled in power struggles, 
Promotors: Prof. D.L. van Knippenberg & Dr. L. Greer,  
EPS-2018-446-ORG, https://repub.eur.nl/pub/105346 
 
Burg, G.J.J. van den, Algorithms for Multiclass Classification and Regularized Regression, 
Promotors: Prof. P.J.F. Groenen & Dr. A. Alfons,  
EPS-2018-442-MKT, https://repub.eur.nl/pub/103929 
 
Chammas, G., Portfolio concentration, Promotor: Prof. J. Spronk,  
EPS-2017-410-F&E, https://repub.eur.nl/pub/94975 
 
Chan, H.Y., ‘Decoding the consumer’s brain: Neural representations of consumer experience’, 
Promotors: Prof. A. Smidts & Dr M. A.S. Boksem,  
EPS-2019-493-MKT, https://repub.eur.nl/pub/124931 
 
Dalmeijer, K., Time Window Assignment in Distribution Networks, Promotors: Prof A.P.M. 
Wagelmans & Dr R. Spliet, EPS-2019-486-LIS, https://repub.eur.nl/pub/120773 
 
Dennerlein, T. Empowering Leadership and Employees’ Achievement Motivations: the Role of 
Self-Efficacy and Goal Orientations in the Empowering Leadership Process, Promotors: Prof. 
D.L. van Knippenberg & Dr J. Dietz,  
EPS-2017-414-ORG, https://repub.eur.nl/pub/98438 
 
Dolgova, E., On Getting Along and Getting Ahead: How Personality Affects Social Network 
Dynamics, Promotors: Prof. P.P.M.A.R Heugens &  
Prof. M.C. Schippers, EPS-2019-455-S&E, https://repub.eur.nl/pub/119150 
 
Duijzer, L.E., Mathematical Optimization in Vaccine Allocation,  
Promotors: Prof. R. Dekker & Dr W.L. van Jaarsveld, EPS-2017-430-LIS, 
https://repub.eur.nl/pub/101487 
 
Eijlers, E., Emotional Experience and Advertising Effectiveness: on the use of EEG in 






El Nayal, O.S.A.N., Firms and the State: An Examination of Corporate Political Activity and 
the Business-Government Interface, Promotor: Prof. J. van Oosterhout & Dr. M. van Essen, 
EPS-2018-469-S&E, https://repub.eur.nl/pub/114683 
 
Feng, Y., The Effectiveness of Corporate Governance Mechanisms and Leadership Structure: 
Impacts on strategic change and firm performance,  
Promotors: Prof. F.A.J. van den Bosch, Prof. H.W. Volberda & Dr J.S. Sidhu,  
EPS-2017-389-S&E, https://repub.eur.nl/pub/98470 
 
Frick, T.W., The Implications of Advertising Personalization for Firms, Consumer, and Ad 
Platfroms, Promotors: Prof. T. Li & Prof. H.W.G.M. van Heck, EPS-2018-452-LIS, 
https://repub.eur.nl/pub/110314 
 
Fytraki, A.T., Behavioral Effects in Consumer Evaluations of Recommendation Systems, 
Promotors: Prof. B.G.C. Dellaert & Prof. T. Li, EPS-2018-427-MKT, 
https://repub.eur.nl/pub/110457 
 
Gai, J., Contextualized Consumers: Theories and Evidence on Consumer Ethics, Product 
Recommendations, and Self-Control, Promotors: Prof. S. Puntoni &  
Prof. S.T.L. Sweldens, EPS-2020-498-MKT, https://repub.eur.nl/pub/127680 
 
Ghazizadeh, P. Empirical Studies on the Role of Financial Information in Asset and Capital 
Markets, Promotors: Prof. A. de Jong & Prof. E. Peek, 
EPS-2019-470-F&A, https://repub.eur.nl/pub/114023 
 
Giurge, L., A Test of Time; A temporal and dynamic approach to power and ethics, Promotors: 
Prof. M.H. van Dijke & Prof. D. De Cremer,  
EPS-2017-412-ORG, https://repub.eur.nl/pub/98451 
 
Gobena, L., Towards Integrating Antecedents of Voluntary Tax Compliance,  
Promotors: Prof. M.H. van Dijke & Dr P. Verboon, EPS-2017-436-ORG, 
https://repub.eur.nl/pub/103276 
 
Groot, W.A., Assessing Asset Pricing Anomalies, Promotors: Prof. M.J.C.M. Verbeek & Prof. 
J.H. van Binsbergen, EPS-2017-437-F&A, https://repub.eur.nl/pub/103490 
 
Hanselaar, R.M., Raising Capital: On pricing, liquidity and incentives,  
Promotors: Prof. M.A. van Dijk & Prof. P.G.J. Roosenboom, EPS-2018-429-F&A, 
https://repub.eur.nl/pub/113274 
 
Harms, J. A., Essays on the Behavioral Economics of Social Preferences and Bounded 
Rationality, Prof. H.R. Commandeur & Dr K.E.H. Maas,  
EPS-2018-457-S&E, https://repub.eur.nl/pub/108831 
 
Hendriks, G., Multinational Enterprises and Limits to International Growth: Links between 
Domestic and Foreign Activities in a Firm’s Portfolio, 






Hengelaar, G.A., The Proactive Incumbent: Holy grail or hidden gem? Investigating whether 
the Dutch electricity sector can overcome the incumbent’s curse and lead the sustainability 
transition, Promotors: Prof. R.J. M. van Tulder & Dr K. Dittrich, EPS-2018-438-ORG, 
https://repub.eur.nl/pub/102953 
 
Jacobs, B.J.D., Marketing Analytics for High-Dimensional Assortments,  
Promotors: Prof. A.C.D. Donkers & Prof. D. Fok, EPS-2017-445-MKT, 
https://repub.eur.nl/pub/103497 
 
Jia, F., The Value of Happiness in Entrepreneurship,  
Promotors: Prof. D.L. van Knippenberg & Dr Y. Zhang, EPS-2019-479-ORG, 
https://repub.eur.nl/pub/115990 
 
Kahlen, M. T., Virtual Power Plants of Electric Vehicles in Sustainable Smart Electricity 
Markets, Promotors: Prof. W. Ketter & Prof. A. Gupta,  
EPS-2017-431-LIS, https://repub.eur.nl/pub/100844 
 
Kampen, S. van, The Cross-sectional and Time-series Dynamics of Corporate Finance: 
Empirical evidence from financially constrained firms, Promotors: Prof. L. Norden & Prof. 
P.G.J. Roosenboom, EPS-2018-440-F&A, https://repub.eur.nl/pub/105245 
 
Karali, E., Investigating Routines and Dynamic Capabilities for Change and Innovation, 
Promotors: Prof. H.W. Volberda, Prof. H.R. Commandeur &  
Dr J.S. Sidhu, EPS-2018-454-S&E, https://repub.eur.nl/pub/106274 
 
Keko. E, Essays on Innovation Generation in Incumbent Firms,  
Promotors: Prof. S. Stremersch & Dr N.M.A. Camacho, EPS-2017-419-MKT, 
https://repub.eur.nl/pub/100841 
 
Kerkkamp, R.B.O., Optimisation Models for Supply Chain Coordination under Information 
Asymmetry, Promotors: Prof. A.P.M. Wagelmans &  
Dr. W. van den Heuvel, EPS-2018-462-LIS, https://repub.eur.nl/pub/109770 
 
Khattab, J., Make Minorities Great Again: a contribution to workplace equity by identifying 
and addressing constraints and privileges,  
Promotors: Prof. D.L. van Knippenberg & Dr A. Nederveen Pieterse,  
EPS-2017-421-ORG, https://repub.eur.nl/pub/99311 
 
Kim, T. Y., Data-driven Warehouse Management in Global Supply Chains,  
Promotors: Prof. R. Dekker & Dr C. Heij, EPS-2018-449-LIS,  
https://repub.eur.nl/pub/109103 
 
Klitsie, E.J., Strategic Renewal in Institutional Contexts: The paradox of embedded agency, 
Promotors: Prof. H.W. Volberda & Dr. S. Ansari,  
EPS-2018-444-S&E, https://repub.eur.nl/pub/106275 
 
Koolen, D., Market Risks and Strategies in Power Systems Integrating Renewable Energy, 






Kong, L. Essays on Financial Coordination, Promotors: Prof. M.J.C.M. Verbeek, Dr. D.G.J. 
Bongaerts & Dr. M.A. van Achter. EPS-2019-433-F&A, https://repub.eur.nl/pub/114516 
 
Kyosev, G.S., Essays on Factor Investing, Promotors: Prof. M.J.C.M. Verbeek &  
Dr J.J. Huij, EPS-2019-474-F&A, https://repub.eur.nl/pub/116463 
 
Lamballais Tessensohn, T., Optimizing the Performance of Robotic Mobile Fulfillment Systems, 
Promotors: Prof. M.B.M de Koster, Prof. R. Dekker &  
Dr D. Roy, EPS-2019-411-LIS, https://repub.eur.nl/pub/116477 
 
Leung, W.L., How Technology Shapes Consumption: Implications for Identity and Judgement, 
Promotors: Prof. S. Puntoni & Dr G Paolacci, EPS-2019-485-MKT, 
https://repub.eur.nl/pub/117432 
 
Li, X. Dynamic Decision Making under Supply Chain Competition, 
Promotors: Prof. M.B.M de Koster, Prof. R. Dekker & Prof. R. Zuidwijk,  
EPS-2018-466-LIS, https://repub.eur.nl/pub/114028 
 
Liu, N., Behavioral Biases in Interpersonal Contexts,  
Supervisors: Prof. A. Baillon & Prof. H. Bleichrodt, EPS-2017-408-MKT, 
https://repub.eur.nl/pub/95487 
 
Maas, A.J.J., Organizations and their external context: Impressions across time and space, 
Promotors: Prof. P.P.M.A.R Heugens & Prof. T.H. Reus,  
EPS-2019-478-S&E, https://repub.eur.nl/pub/116480 
 
Maira, E., Consumers and Producers, Promotors: Prof. S. Puntoni &  
Prof. C. Fuchs, EPS-2018-439-MKT, https://repub.eur.nl/pub/104387  
 
Mirzaei, M., ‘Advanced Storage and Retrieval Policies in Automated Warehouses’, Promotors: 
Prof. M.B.M. de Koster & Dr N. Zaerpour, 
 EPS-2020-490-LIS, https://repub.eur.nl/pub/125975 
 
Nair, K.P., Strengthening Corporate Leadership Research: The relevance of biological 
explanations, Promotors: Prof. J. van Oosterhout & Prof. P.P.M.A.R Heugens, EPS-2019-480-
S&E, https://repub.eur.nl/pub/120023 
 
Nullmeier, F.M.E., Effective contracting of uncertain performance outcomes: Allocating 
responsibility for performance outcomes to align goals across supply chain actors, Promotors: 
Prof. J.Y.F.Wynstra & Prof. E.M. van Raaij,  
EPS-2019-484-LIS, https://repub.eur.nl/pub/118723 
 
Okbay, A., Essays on Genetics and the Social Sciences,  
Promotors: Prof. A.R. Thurik, Prof. Ph.D. Koellinger & Prof. P.J.F. Groenen, EPS-2017-413-
S&E, https://repub.eur.nl/pub/95489 
 
Peng, X., Innovation, Member Sorting, and Evaluation of Agricultural Cooperatives, Promotor: 





Petruchenya, A., Essays on Cooperatives: Emergence, Retained Earnings, and Market Shares, 
Promotors: Prof. G.W.J. Hendriks & Dr Y. Zhang,  
EPS-2018-447-ORG, https://repub.eur.nl/pub/105243 
 
Plessis, C. du, Influencers: The Role of Social Influence in Marketing,  
Promotors: Prof. S. Puntoni & Prof. S.T.L.R. Sweldens, EPS-2017-425-MKT, 
https://repub.eur.nl/pub/103265 
 
Pocock, M., Status Inequalities in Business Exchange Relations in Luxury Markets, Promotors: 
Prof. C.B.M. van Riel & Dr G.A.J.M. Berens,  
EPS-2017-346-ORG, https://repub.eur.nl/pub/98647 
 
Pozharliev, R., Social Neuromarketing: The role of social context in measuring advertising 
effectiveness, Promotors: Prof. W.J.M.I. Verbeke &  
Prof. J.W. van Strien, EPS-2017-402-MKT, https://repub.eur.nl/pub/95528 
 
Qian, Z., Time-Varying Integration and Portfolio Choices in the European Capital Markets, 
Promotors: Prof. W.F.C. Verschoor, Prof. R.C.J. Zwinkels &  
Prof. M.A. Pieterse-Bloem, EPS-2020-488-F&A, https://repub.eur.nl/pub/124984 
 
Reh, S.G., A Temporal Perspective on Social Comparisons in Organizations, Promotors: Prof. 
S.R. Giessner, Prof. N. van Quaquebeke & Dr. C. Troster,  
EPS-2018-471-ORG, https://repub.eur.nl/pub/114522 
 
Riessen, B. van, Optimal Transportation Plans and Portfolios for Synchromodal Container 
Networks, Promotors: Prof. R. Dekker & Prof. R.R. Negenborn,  
EPS-2018-448-LIS, https://repub.eur.nl/pub/105248 
 
Romochkina, I.V., When Interests Collide: Understanding and modeling interests alignment 
using fair pricing in the context of interorganizational information systems, Promotors: Prof. 
R.A. Zuidwijk & Prof. P.J. van Baalen,  
EPS-2020-451-LIS, https://repub.eur.nl/pub/127244 
 
Schie, R. J. G. van, Planning for Retirement: Save More or Retire Later?  
Promotors: Prof. B. G. C. Dellaert & Prof. A.C.D. Donkers, EOS-2017-415-MKT, 
https://repub.eur.nl/pub/100846 
 
Schouten, K.I.M. Semantics-driven Aspect-based Sentiment Analysis, 
Promotors: Prof. F.M.G. de Jong, Prof. R. Dekker & Dr. F. Frasincar,  
EPS-2018-453-LIS, https://repub.eur.nl/pub/112161 
 
Sihag, V., The Effectiveness of Organizational Controls: A meta-analytic review and an 
investigation in NPD outsourcing, Promotors: Prof. J.C.M. van den Ende & Dr S.A. Rijsdijk, 
EPS-2019-476-LIS, https://repub.eur.nl/pub/115931 
 
Smolka, K.M., Essays on Entrepreneurial Cognition, Institution Building and Industry 






Straeter, L.M., Interpersonal Consumer Decision Making,  
Promotors: Prof. S.M.J. van Osselaer & Dr I.E. de Hooge, EPS-2017-423-MKT, 
https://repub.eur.nl/pub/100819 
 
Stuppy, A., Essays on Product Quality, Promotors: Prof. S.M.J. van Osselaer &  
Dr N.L. Mead. EPS-2018-461-MKT, https://repub.eur.nl/pub/111375 
 
Subaşi, B., Demographic Dissimilarity, Information Access and Individual Performance, 
Promotors: Prof. D.L. van Knippenberg & Dr W.P. van Ginkel, EPS-2017-422-ORG, 
https://repub.eur.nl/pub/103495 
 
Suurmond, R., In Pursuit of Supplier Knowledge: Leveraging capabilities and dividing 
responsibilities in product and service contexts,  
Promotors: Prof. J.Y.F Wynstra & Prof. J. Dul. EPS-2018-475-LIS, 
https://repub.eur.nl/pub/115138 
 
Toxopeus, H.S. Financing sustainable innovation: From a principal-agent to a collective 
action perspective, Promotors: Prof. H.R. Commandeur &  
Dr. K.E.H. Maas. EPS-2019-458-S&E, https://repub.eur.nl/pub/114018 
 
Turturea, R., Overcoming Resource Constraints: The Role of Creative Resourcing and Equity 
Crowdfunding in Financing Entrepreneurial Ventures,  
Promotors: Prof. P.P.M.A.R Heugens, Prof. J.J.P. Jansen & Dr. I. Verheuil,  
EPS-2019-472-S&E, https://repub.eur.nl/pub/112859 
 
Valboni, R.,’Building Organizational (Dis-)Abilities: The impact of learning on the 
performance of mergers and acquisitions’,Promotors: Prof. T.H. Reus &  
Dr A.H.L. Slangen, EPS-2020-407-S&E, https://repub.eur.nl/pub/125226 
 
Vandic, D., Intelligent Information Systems for Web Product Search,  
Promotors: Prof. U. Kaymak & Dr Frasincar, EPS-2017-405-LIS, 
https://repub.eur.nl/pub/95490 
 
Verbeek, R.W.M., Essays on Empirical Asset Pricing, Promotors: Prof. M.A. van Dijk & Dr M. 
Szymanowska, EPS-2017-441-F&A, https://repub.eur.nl/pub/102977 
 
Visser, T.R. Vehicle Routing and Time Slot Management in Online Retailing, Promotors: Prof. 
A.P.M. Wagelmans & Dr R. Spliet, EPS-2019-482-LIS, https://repub.eur.nl/pub/120772 
 
Vlaming, R. de.,Linear Mixed Models in Statistical Genetics, Prof. A.R. Thurik, 
Prof. P.J.F. Groenen & Prof. Ph.D. Koellinger, EPS-2017-416-S&E, 
https://repub.eur.nl/pub/100428 
 
Vries, H. de, Evidence-Based Optimization in Humanitarian Logistics,  






Wang, R., Corporate Environmentalism in China, Promotors: Prof. P.P.M.A.R Heugens & Dr 
F. Wijen, EPS-2017-417-S&E, https://repub.eur.nl/pub/99987 
 
Wang, R., Those Who Move Stock Prices, Promotors: Prof. P. Verwijmeren & Prof. S. van 
Bekkum, EPS-2019-491-F&A, https://repub.eur.nl/pub/129057 
 
Wasesa, M., Agent-based inter-organizational systems in advanced logistics operations, 
Promotors: Prof. H.W.G.M van Heck, Prof. R.A. Zuidwijk &  
Dr A. W. Stam, EPS-2017-LIS-424, https://repub.eur.nl/pub/100527 
 
Wessels, C., Flexible Working Practices: How Employees Can Reap the Benefits for 
Engagement and Performance, Promotors: Prof. H.W.G.M. van Heck,  
Prof. P.J. van Baalen & Prof. M.C. Schippers, EPS-2017-418-LIS, https://repub.eur.nl/ 
 
Wiegmann, P.M., Setting the Stage for Innovation: Balancing Diverse Interests through 
Standardisation, Promotors: Prof. H.J. de Vries & Prof. K. Blind,  
EPS-2019-473-LIS, https://repub.eur.nl/pub/114519 
 
Wijaya, H.R., Praise the Lord!: Infusing Values and Emotions into Neo-Institutional Theory, 
Promotors: Prof. P.P.M.A.R. Heugens &  
Prof. J.P. Cornelissen, EPS-2019-450-S&E, https://repub.eur.nl/pub/115973 
  
Williams, A.N., Make Our Planet Great Again: A Systems Perspective of Corporate 
Sustainability, Promotors: Prof. G.M. Whiteman & Dr. S. Kennedy, EPS-2018-456-ORG, 
https://repub.eur.nl/pub/111032 
 
Witte, C.T., Bloody Business: Multinational investment in an increasingly conflict-afflicted 
world, Promotors: Prof. H.P.G. Pennings, Prof. H.R. Commandeur &  
Dr M.J. Burger, EPS-2018-443-S&E, https://repub.eur.nl/pub/104027 
 
Ye, Q.C., Multi-objective Optimization Methods for Allocation and Prediction, Promotors: 
Prof. R. Dekker & Dr Y. Zhang, EPS-2019-460-LIS, https://repub.eur.nl/pub/116462 
 
Yuan, Y., The Emergence of Team Creativity: a social network perspective,  
Promotors: Prof. D. L. van Knippenberg & Dr D. A. Stam, EPS-2017-434-ORG, 
https://repub.eur.nl/pub/100847 
 
Zhang, Q., Financing and Regulatory Frictions in Mergers and Acquisitions,  
Promotors: Prof. P.G.J. Roosenboom & Prof. A. de Jong, EPS-2018-428-F&A, 
https://repub.eur.nl/pub/103871 
 
 
 
